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DISCLAIMER

The Paul Robeson Research Center for Academic thidtis Prowess, the University of Central
Florida and any other institution and individuadttiassisted with this study are not liable for any
implications or ramifications based on the resoftthe study. While the research design was coeduct
for the Black Coaches and Administrators (BCA) ktirReport Cards (HRC) by the Robeson Research
Center, the content of the design has been a oollibe effort of the past BCA sponsored Summits fo
Equity in Hiring (2001-2006) and the Robeson Rede&enter. The summit group is comprised of
representatives of the Black Coaches and Admingssathe NCAA, selected athletic administrators,
conference commissioners and other recognized ppafdssionals. The BCA'’s purpose in conducting
this study in partnership with the Robeson Rese@mfiter is to objectively analyze the data that was
provided (or not provided) by each of the inst@in8 and all non-scientific issues related to thdyst
should be addressed with the BCA.

Left to Right (top first, bottom second) Columbkeeald Coach Norries Wilson, Buffalo Head
Coach Turner Gill, Houston Head Coach Kevin Sunfiithmond Head Coach Mike London, Navy
Head Coach Ken Niumatalolo, Valparaiso Head CoaeltysAdams, Southeast Missouri State Head
Coach Tony Samuel; (bottom) Florida Internationadd Coach Mario Cristobal, Northern Arizona
Head Coach Jerome Souers, Washington Head Coabtilliggham, Indiana State Head Coach Trent
Miles, Mississippi State Head Coach Sylvester Crd¢mmsas State Head Coach Ron Prince; Miami
Head Coach Randy Shannon

Footnote from Cover: IA is now the Bowl Champiopdbivision and IAA is now Championship
Subdivision. At the time the research was colleaatistinction was made between the divisions thigh
traditional IA and I1AA labels. All references tavision IA and IAA have been converted to FBS and
FCS references for consistency and clarity purposes
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FOREWORD

Dr. Richard Lapchick is known as the “racial corsoce” of sport in society. A former basketball
student-athlete at St. John’s University, Dr. Lapkhis the pioneer researcher of report cards of
collegiate and professional sports. He is the Biioe of the Institute for Diversity and Ethics ipd@t at
the University of Central Florida. He offers theserds on the eve of the Fifth Annual Hiring Report
Card of NCAA college football head coaching positio

We need a new game plan. We need an arsenal gdongave have not had to change the hiring
practices for head football coaches in collegetspédthat we have now is a failure.

It is almost bizarre to say this but | am encoudagleout America but discouraged about college fbtb
One week before the publication of the BCA Hiringd&rt Card, America elected our first African-
American president. Yet our record for hiring toait coaches of color is scandalous. The 2008oseas
will end with our second lowest number of Africamr@rican head coaches in the last 15 years!

This is the fifth time that the Black Coaches amdihmnistrators have issued their Hiring Report Card.
The HRC examines in depth how we hire a new heatb&l coach in our institutions of higher
education. Last year we could say that the BCAdigsctively changed the way we hire head football
coaches in America by including more candidatesobdr in both the interview process and in who sits
on the search committees. We could say the prée@ssre open.

The first Hiring Report Card was issued at the jpeint of the 21 Century with only three African-
American head coaches. The 2008 season was pléteetight coaches of color, six of whom were
African-American. With the firing of Ty Willinghanand the resignation of Ron Prince, there are only
four African-Americans left at Mississippi Statepiston, Buffalo and Miami with a Latino at Florida
International and a Polynesian/Samoan-AmericaraaiyN

There were a total of 87 people on the search ctieenfor the FBS open positions. Of those 87, 27
were search committee members of color. That &rlgler good percentage (31%).

There were a total of 74 candidates interviewedtfi@ FBS open positions. Of those 74, 25 were
candidates of color and that is good on the surfa4eo).

In fact, there are more “A” grades for this yeae &ne highest in five years of analyzing the head
coaching vacancies.

That all sounds like progress except that only Namg Houston hired coaches of color among the 18
FBS schools that hired new head coaches. Since, I88% 12 African-American coaches have been
hired out of 195 vacancies, a meager 6 percerieofdtal. Again, as of this publication, there aight
(6.7 percent) coaches of color at FBS schools angh$® percent) coaches of color at FCS schools.

With an African-American president at last, how gantolerate the hiring practices in college fotitima
2008? We cannot. What we are doing is not workifdud Selig mandated candidates of color for
interviews for Major League Baseball Managers dndarked. The NFL instituted the “Rooney Rule”
two years later and it worked. So why doesn’t phecess in college football work? We need more
firepower.



| first met Coach Eddie Robinson 11 years ago whestarted the process of co-authoring his
autobiography with him. At the time, there werghgiAfrican-American head coaches in Division IA.
Today there are five African-Americans, one Latiaod one Pacific Islander leading Division IA
programs. In 1997 Coach told me he did not thiekvould live to see an African-American president.
wish he could have hung on for the 17 months thatldvhave allowed him to bear witness. But that jo
would have been tempered by the continued exclusionllege football head coaching position whish i
clearly the most segregated position in all of egdl sport. There still have been only 22 African-
Americans who have ever been a Division IA headbfalb coach and opportunities have been even
worse at Division IAA, 1l or IIl.

The BCA believed that an open and objective provesdd ultimately result in more opportunities for
African-Americans to be named as head coaches. REport Card has been a start but has not been
sufficient. We have called on the NCAA and Presiddyles Brand to adopt an “Eddie Robinson Rule,”
a college version of the NFL's Rooney Rule mandgthmat people of color be interviewed for all head
coaching positions with sanctions for those whando The BCA is also seriously looking at initragi
Title VII civil rights law suits against schoolsWe need a new arsenal to fully open the doors of
opportunity.

Dr. C. Keith Harrison, Dr. Sharon Yee, and the aese team at the Robeson Institute again did an
excellent job of shedding light on where we areatodIn college football, the light is dim and tineer
sanctums are dark. The 2008 Report holds schameuatable in one of sports most inequitable
situations! | congratulate the BCA and the workled Robeson Institute to achieve this outstandimdg
practical research effort.

The 2008 Report should make a difference but mbam tresearch is needed to bring about more
meaningful opportunities. Give us the tools to tipough the barriers that continue to obstruct
opportunities for people of color to be on a lepklying field when ADs and presidents select caleg
football coaches. Without them, we are faced aithabhorrent embarrassment of a haunting racist pas
as we welcome an African-American President to lesatb a new day.

Richard Lapchick, Ph.D.

Chair, DeVos Sport Business Management Program
President, National Consortium for Academics anorSp
Director, Institute for Diversity and Ethics in Spo
University of Central Florida

Orlando, Florida



EXECUTIVE DIRECTOR STATEMENT

Floyd Keith is a former NCAA collegiate footballeot with 30 years of coaching experience including
19 years as an assistant and 11 years as a heathcddr. Keith now serves as the Executive Direofor
the Black Coaches and Administrators; a positiohas held since 2001. On behalf of the association
he provides this statement upon the release d@ Hiring Report Card #5 of NCAA FBS and FCS
college football head coaching positions.

Yes, | am proud of America and | am proud to beAarerican! For the past two (2) years the political
landscape reverberated with healthy dialogue arzhtde Tuesday, November 4, 2008 marked the
selection of Senator Barack Obama as out RBresident of the United States. Barack is notaakb
president for the black community; he is the presidf the United States and the leader of the dvorl
community.

Sports is said to be a microcosm of our societpelieve sports reflect our culture; we cannot divat
fact. | believe sports provide an avenue for pesitthanges in our culture to be reflected withia th
culture of sport; and vice versa. Based upon #selts of this election, | am encouraged by what
America is saying and where we are headed. My deepern is why are the college football hiring
practices out of sync?

My statement for the 2007 HRC referenced Super BVl and the impact of Tony Dungy and Lovie
Smith being the first head coaches of color toigigdte in the Super Bowl and Coach Dungy winning
the game marked another first. My statement thas“iwas much more than a football game; much
more then the utopia of the NFL; much more thanpiheacle of our sports world. It was the epitoofie
what individuals of color can accomplish, regardied the profession, if given the opportunity tosdb.

I thought such a significant event would make &dénce in collegiate football hiring; it has not.

We have arrived at year five of the BCA Hiring Rep©ard with the release of this report. | belighe
HRC has made the FBS and FCS search processestlyalfanore transparent and to some degree more
accountable. During this graded cycle, only 4 ceaaddf color were hired from 31 search opportunities
the combined FBS and FCS (13%). The 2008 seasamnbeih eight coaches of color, six of whom
were African-American. With the recent firings Bf Willingham and Ron Prince, there are now only
four African-Americans, a Latino and a Pacific teder as head football coaches in the FBS.

In the period under review, 31 searches in the &BBFCS schools were evaluated. The sixteen (16) “A
grades awarded this year are the highest sinceeganbthe report. Only Navy and Houston hired
coaches of color among the 18 FBS schools. Indtate and the University of Richmond selected
coaches of color for their respective openingse essage in this report is the process is beilayed

but the poor hiring results continue. Collegiatetball hiring is out of sync with the current lscdpe
and attitude of our country.

I was encouraged and fully support the sincerertsffof Dutch Baughman, Executive Director of the
Division IA Athletics Directors. The adoption ofig “Acceptable Standards” practices policy which
mirrors the NFL's Rooney rule (without the finarcigenalty phase) represents a breakthrough in
administrative ownership of the hiring issue by NCAthletic directors. Despite this statement, the
results remain the same. We will continue to ermge adoption of those standards in concert with ou
HRC effort. | thought this effort by the DivisidA group would make a difference in collegiate fueit
hiring; it has not.

What is so unique about NCAA college football tiatiffers so greatly from the NFL, Men’s NCAA
basketball or the US Army in leadership?
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When the 2008 season began, 50% of Division | ptayere African American. The percentage of head
coaches of color in the FBS was 6.7% (8/120) a@#56/101) for FCS. This represents 14% and 12%
respectively of head coaches on the sidelines raaites to participation. 66% of the currentypta in

the NFL are black. The percentage of black headtes has grown to 21% (7/32). This reflects a 31%
ratio of head coaches when compared to participati?why is the number of head coaches in the NFL 3
times greater than college?

If 58% of the players in Division | men’s baskettaie African-American and 25% of Division | men’s
basketball head basketball coaches are of colav; iBat possible that a 50% level of participatioh
African-American players in FBS football translateto only 6.7% in the head coaching numbers? If
reflective of basketball, the number of currentcheaaches at the start of the 2008 season shoutd ha
been closer to 21 not 8.

20.1% of our United States Army is African AmericaB.5% (27) of the General Officers in the United
States Army are African American; and 12.2% (8,688)the Commissioned Officers are African
Americans.

These statistics reveal a cold truth: it is eatiebecome a head football coach in the NFL, a head
basketball coach in the NCAA and a general or casnioned officer in the United States Army tharsit i
to become a head football coach on the FBS or E@S8d of the NCAA! That, America, is just not righ

This past election provides us with hope; not fasta race but for humankind. It must be a catalys
bring together people of all races, all colors ahdides. It is rewarding to live in this countight now
and see the direction its citizens are headedybudtill must deal with some areas of social ingesthat
remain a blight on an otherwise promising futurelwdinge. In the world of college football; thetéaand
statistics reflect an unmistakable bias and a systproblem that has yet to be fixed.

| wish to express my appreciation to Dr. C. Keithrkson, Dr. Sharon Yee, and the research teaheat t
Robeson Institute again for the collection of d#ta,analysis and the final production of this mepo

Floyd A. Keith
Executive Director
Black Coaches and Administrators
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BLACK COACHES AND ADMINISTRATORS PRESIDENTAL STATEM ENT

Paul Hewitt is President of Black Coaches and Adstiiators and has been the Head Coach of
the Georgia Tech Men’s Basketball team since 20D0ring the 2004 NCAA Men’s Division |
Basketball Tournament, he led Georgia Tech to tm@mpionship game against Connecticut.
Coach Hewitt also serves on the Board of Directir$il.E.R.O. (Hearts Everywhere Reaching
Out for Children), Camp Twin Lakes in addition t@ nvolvement with the Leukemia and
Lymphoma Society, NCAA Academic Enhancement Giagpnal Association of Basketball
Coaches and Boys and Girls Club of Atlanta. On Heb& BCA, he provides a statement
regarding the release of the BCA Hiring Report C&B&lof NCAA FBS and FCS college football
coaching positions.

Once again, the Black Coaches and Administrat@gesud to provide the Hiring Report Card
for the sport of NCAA Football. The hoped for réswas through communication and
transparency, fostered by the HRC, the hiring saeould become more inclusive.

The report card was successful in producing morergde search committees and a more diverse
pool of candidates. However, the results thatenalte most have not followed. The number of
football coaches of color at Division | schools eens disturbingly low.

The scant numbers of NCAA football coaches of cadoe even more discouraging when
compared to the results produced by the Nationatlfadl League’s effort to have more diverse
pools of candidates for their head coaching openin@urrently, 21% of NFL coaches are
African-American while only 6.7% of NCAA coachegathnic minorities.

| want to thank Dr. Keith Harrison and Dr. SharoeeYfor their work on the HRC. The concept
of the report | am sure has helped to give valuaftierviewing experience to candidates of
color. The report has also probably given a maverde group of campus personnel insight to
the interview process.

However, the report card has not changed the old whthe decision making process. | suspect
the decision making process will only be affectdtew the voices of young student-athletes and
prospective student-athletics and the use of laswsectogether to open this door that remains
stubbornly jammed shut.

Sincerely,

Paul H. Hewitt
President
Black Coaches and Administrators
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EXECUTIVE SUMMARY

Since 1982, there have been 466 head coachingrmseat the FBS level. African-American coaches
have been selected for 21(5%) of the head coadpeging with 20 of the appointments occurring after
1990 (Harrison & Yee, 2007; Hill, 2005; Lapchiclg@b). In the history of FBS level, African-American
coaches have been selected a total of 26 timesealeaders of college football programs (Harrison &
Yee, 2006; Hill, 2005; Lapchick, 2005). Since 1966ly 12 African-American coaches have been hired
(one African-American each year with the exceptadn2006) out of 195 vacancies (6%). The same
historical pattern of FBS football is even lessetlse at the FCS, Division Il, and 11l levels.

In the 2007-08 Hiring Report Card #5, the gradeth improved at some institutions and reached new
lows at others in terms of the overall letter gsade certain categories. Further, when each offitree
categories of the Hiring Report Card is examined; imarks across the categories empirically indicate
the need for more improvement in the various ar€asasider the following snapshot of the overall ksar
and the five hiring categories:

OVERALL FINAL GRADES

There are a total of 31 schools in the study. tegh ard=BS and thirteen ar€CS institutions. There
are sixteen “A,” four “B,” seven “C,” and three “Igrades for th&BS andFCS schools. This is the first
year where none of the “F” grades are automatiatlse a school did not turn any data in for theystud
Overall grades foFBS are as follows: nine “A,” two “B,” five “C,” and te “F" grades. The overall
FCSfinal grades are as follows: seven “A,” two “Blirée “C,” and one “F” grade.

FBS Grading Category Breakdown:

Communication— 13 “A,” four “B,” and one “F” gradés this area.

Search Committee— ten “A,” two “B,” one “C,” and/é “F" grades in this area.
Final Candidates— nine “A,” five “B,” two “C,” antivo “F” grades in this area.
Time Frame—12 “A,” three “B,” one “C,” and two “Dgrades in this area.
Affirmative Action— eight “A,” five “B,” two “C,” and three “F” grades in this area.

FCS Grading Category Breakdown:

Communication— 12 “A,” and one “F” grades in thiea

Search Committee—eight “A,” two “B,” two “C,” anche “F” grades in this area.
Final Candidates— five “A,” six “B,” and two “F” gdes in this area.

Time Frame—eleven "A,” one “B,” and one “F” gradaghis area.

Affirmative Action—eight “A,” two “B,” and three “Cgrades in this area.
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OVERALL GRADING CATEGORY BREAKDOWN

The most significant findings this year of the figeading categories at@ommunication and Time
Frame. In these categories, over half of the schoalsed an “A” grade. When grades of “A” and “B”
are included, all categories have over half of sbbools earning either an “A” or “B” grade. It is
significant to note that almost all FCS Divisiorheols had earned an “A” grade in the Communication
grading componentThe Search Committeecomponent, when looked at in relation to the figadde,
has some significant implications. Schools whamedran “A” or “B” grade earned either an “A” or “B”
in the Search Committeecomponent. The second highest grade earned w@as grdde. No schools
earned a “D” grade, which is the first year forsthd occur. Only three schools earned an “F” grade
which is less than 10% of the schools earning dhigle. The 31 searches had a reported total of 133
individuals participating in a voting capacity dretsearch committee. Of these 133 individuals, ddew
racial minorities (30%). This is an increase frthra past two years of the study (25% in 2005-084%

in 06-07). Our findings continue to support presigesearch that for each person of color on thecke
committee, the number of racial minority candidatgsrviewed increases by less than half a persBt) (
regardless of division (Harrison & Yee, 2007).

HIGHLIGHTS OF PAST FIVE YEARS (2003-2008)

The studies of the past five years show the remégkarnover of FBS and FCS head football coaches.
In the four years of the BCA HRC, there have beeata of 148 vacancies out of 217 (68%) schools.
There have been a total of 88 vacancies out ofFBX schools graded (73%). There have been aabtal
61 vacancies out of 101 FCS schools graded (6@0®%ny, Central Connecticut State, Central Michigan,
Elon, Fordham, Georgia Southern, Idaho, Rice, Swatlutah University, Stanford University, Stephen
F. Austin, Texas State University, The Citadel, uénsity of Cincinnati, University of ldaho, Univéns

of San Diego, and Virginia Military Institute habdeen graded twice.

Currently there are eight (6.7%) coaches of colbFBS schools and six (5.9%) coaches of color a6 FC
schools.

Table 1: Listing of Ethnic Minority Head Football Coaches (Alpabethical: FBS and FCS
respectively)

Name Institution Division | Ethnicity

Mario Cristobal Florida International FBS Latino/Latino-American
University

Sylvester Croom Mississippi State FBS Black/Afrigamerican

Turner Gill University of Buffalo FBS Black/AfricaAmerican

Ken Niumatalolo U.S. Naval Academy FBS Polynesiani8an-American

Ron Prince Kansas State FBS Black/African-American

Randy Shannon University of Miami (FL) FBS Blackiishn-American

Kevin Sumlin University of Houston FBS Black/AfriggAmerican

Tyrone Willingham Washington FBS Black/African-Anean

Stacy Adams Valparaiso FCS Black/African-American

Mike London University of Richmond FCS Black/AfricaAmerican

Trent Miles Indiana State FCS Black/African-America

Tony Samuel Southeast Missouri StateFCS Black/African-American
University

Jerome Souers Northern Arizona FCS American Inbiative American

Norries Wilson Columbia FCS Black/African-American

Source: NCAA Office of Diversity and Inclusion, ©30
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When looking at the past five years of the stullg,fbllowing snapshot is painted. On averagehadc
earned a “C” grade over the past 5 years. Theehighercentages of schools, regardless of division,
continue to earn an “A” grade. However, this repras only (51) 35% of the sample, which is well
below half. However, when combined with the amaxfréchools who earned a “B” final grade (45)
(30%), over half (96) (64%) of the schools earnitttbe an “A” or “B” grade. Conversely, (52) 35% of
the schools earned less than a “C” grade whickl®Apar in terms of proactive diversity (see BCA
HRC’s 2004, 2005, 2006, and 2007 for a descriptiomwhat par is).

When different grading components are taken intesicteration, the following findings make the five
years of the reports clearer. The average nunflbemmrity candidates provided with an on-campus
interview in all four years, regardless of divisievas 1.3, as compared to 3.01 for white candidaiée
average number of total candidates, regardlesac@dlfethnic composition, provided with an on-casipu
interview was 4.31. This means that the averagdagyfor the Candidates Component was a “B” grade
(on average 30% of the candidates interviewed wenerities). The average number of total search
committee members was 5.54 and the average nurhb@nority search committee members was 1.44.
This means that the average grade for the Seanctimitee Component was a “B” grade (on average
25% of the search committee members were mindriti@sr findings indicate that for each person of
color on the search committee, the number of rawiabrity candidates interviewed increases over the
three year span by .199 regardless of divisiom{fiognt at the .001 level, sig.=.001).

For more information, past reviews of the literatand theoretical framework analyses for the Hiring
Report Cards, Years 2004, 2005, 2006, and 200 &@lga tovww.bcasports.organd see appendix.
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Table 2: Final Grades by School and Division Charfor 2008, Report #5
NOTE: Grades are listed alphabetically in termghad institutions for FBS and FCS combined.

Final Grades for All Schools by Division Affiliation

School Name Division Affiliation Final Grade
Baylor University FBS C
Colorado State University FBS A
Drake University FCS A
Duke University FBS A
Eastern Kentucky University FCS C
Eastern Washington University FCS A
Georgia State University FCS A
Georgia Tech FBS A
Indiana State University* FCS A
Northern lllinois University FBS A
Southern lllinois University FCS A
Southern Methodist University FBS A
Southern Utah University FCS C
Texas A&M FBS C
United States Naval Academy* FBS C
University of Arkansas FBS A
University of California Los Angeles FBS A
University of Dayton FCS F
University of Hawaii at Manoa FBS B
University of Houston* FBS A
University of Michigan FBS A
University of Mississippi FBS F
University of Nebraska FBS B
University of South Alabama FCS A
University of Rhode Island FCS B
University of Richmond* FCS B
University of Southern Mississippi FBS C
Virginia Military Institute FCS C
Washington State University FBS C
West Virginia University FBS F
Western Carolina University FCS A
**Indicates the school hired a non-white coachabc
Final Grades for all Schools by Division
A B C D F

FBS 9 2 5 0 2

FCS 7 2 3 0 1

Total 16 4 8 0 3

Source: Paul Robeson Research Center for Academsidthletic Prowess© 2008
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BACKGROUND AND CONTEXT OF THE COACHING MOBILITY PA  TTERNS

Gaining access to head coaching positions is sinapositive career mobility patterns and
networks in other corporate executive positionéinerica--it is as muckvho you know and who knows
you (Sutton, 2007). Coaching mobility networks or tee® related to what is known as the internal
mobility careers avenue. Some evidence indicatesessful coaches function as key links in networks
that generate other successful coaches (Brookg)28Ccritical step for (non-white) assistant coeslis
to attach themselves as individuals (i.e. seedd)ementually become coordinators (i.e. branched) an
eventually become a head coach (i.e. trees) (gpeds 1 and 2) Once this process matures, indidua
can network with coaching leaders that can get therhe right “hiring trees,” which will enable tineto

The Pipeline: Old and New Hiring Trees and a Multialtural Approach
FIGURE 1: The Bill Walsh Hiring Tree (Based on Past Head Coaching SIgts

STEM AND BRANCH SYSTEM

BILL WALSH
FOURTEEN OF THIRTY-OMNE HEAD NFL COACHES
TRACE ROOTS TO WALSH
: Bill Walsh Bruce Coslet
Dﬂ;ﬂ:i_;f:n Zan Francisco Cincinnati
Tony Dungy Brian Billick
Tampa Bay Baltimore
Mike Ray Rhodes George
Halmgren Green Bay Seifert
Seattle Carolina
Steve :
Marnicel Andy Reid Dick Jauron Jon Gruden Patar Carroll ShaT:;ian Jeff Fisher
£ Philadelphia Chicago Oakland New England ehang Tennessee

Source: Brooks ©2002.
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compete for head coaching vacancies. The hirirggdi@grams of the late Bill Walsh and current
NFL head coach Tony Dungy are important snapshbtshat all concerned with this topic

should note. Analyzing the presence of hiring treeshe coaching culture of collegiate and
professional sports coupled with the emergenceei‘trees” in the landscape is critical. This is
because new trees emerging will perpetuate diyemsitways that research and activism are
limited. It should be noted that hiring trees that organiaaally depict the top figures need to be
both white and non-white as access to leadershipodpnities are not limited to minorities

giving minorities opportunities--but majority poptibns embracing talent and diversity.

FIGURE 2: The Tony Dungy Hiring Tree

Tony Dungy
Indianapolis Colts
Head Coach
Lovie Smith Herman Edwards Mike Tomlin
Chicago Bears Kansas City Chiefs Pittsburgh Steelers
Head Coach Head Coach Head Coach

Adapted from: Professor Earl Smite,2007, Race, Sport and the American Dream.

Table 3: 2008 season Ethnic Composition of FBS Dsion Offensive and Defensive Coordinators

Race/Ethnicity Number Percentage
White 112 93.3
African-American 6 5
Latinos 1 0.81
Asians 1 0.8

Total 241 100

Source: Institute for Diversity and Ethics in Spe2008

**For a complete listing of coordinators, please Sable 13.
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METHODOLOGY

Data Collection

Floyd Keith, the Executive Director of the BCA, senstandard package each time there was a
documented head football coach opening. He cadabie athletic director and president at eachef t
individual institutions with an official letter viamail to inform them that principal investigat@n,. C.
Keith Harrison from the Paul Robeson Research CdpnteAcademic and Athletic Prowess, would
evaluate them on five criteria (see Figure 3). efearch team at the Robeson Research Center edllect
the data from December, 2007 through October, 20081 each predominantly white institution.
Harrison then sent out a follow-up letter thatdigtie evaluation content and criteria in April avidy,
2008. Thus, all institutions knew what they woulel evaluated on and specifically by what criteria.
Schools e-mailed, faxed, or mailed in their infotima to the Robeson Center.

Before the final data analysis was completed, rdicnation letter was sent to each school. The
confirmation letter listed the data that was alyeadllected, and was sent to confirm accuracy and
verification. Each school had the opportunity take necessary corrections to the data the researche
compiled. The signature of both the presidentefuniversity and the athletic director were reegiion
the confirmation letter. Schools were given a tmeek time frame to either make changes or confiren t
accuracy of the data. Fourteen of the 31 schesisanded to confirm their data.

A recent trend has started to occur in head fdlot@ching positions which is known as the
succession trend. This is where a head footbaltlt will be retiring in the near future, and thecessor
has already been named. The BCA Task Force hasndeed that the grading of the institution will
occur at the time the current head coach retiresthe named successor assumes the head coaching

position. Although a successor is named, the asggt is not final nor official and may change.
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Respondents

There were a total of 31 schools that participatethe study based on the policy of the BCA
Task Force that not to participate is to partiapatAll thirty-one of the schools submitted theatal
Schools were divided into those from FBS and FG&idins. There were 22 FBS Division and nine FCS
Division schools. Table 2 lists the institutionsluded in this study categorized by divisionalliafion.
All schools were graded and evaluated.
Measurements

Each school was graded on five categories or copmenCommunication, Hiring/Search
Committee, Candidates Interviewed, Reasonable Tim&nd Affirmative Action . Each school was
asked specific questions for each of the five aaieg. Each category has a numerical score that was
converted into a letter grade for presentation pseps. Each numerical score is used in the conipuitat
of the final grade (see Figure 3). Schools whochaecoach of color received a two point bonus &irth
final score'
Communication

Each school is measured on the number of diregpheine communications with the Executive
Director of the Black Coaches and Administrator€8 and/or the Chair of the Minority Opportunity
Interests Committee (MOIC). If an institution h@m# or more communications, they earn an “A.” If
there is one communication, they earn a “B,” andcammunications results in a “F.” Once the letter
grade is determined, it is coded into a numericares which corresponds as follows: “A"=four,

“B"=three, and “F’=zero. These numerical scoreswused to compute the final grade.
Hiring/Search Committee

The Hiring/Search Committéeneasurement consist of two components. The fistponent is
the number of people of color on the search coremittThe second component is the total number of

members of the hiring/search committee. The nurabpeople of color is divided by the total numbér o

! This bonus affected the final grade of three dyialij school by slightly one letter grade.
2 Some institutions called their search committeésady boards.
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members on the search committee. That ratio iserted into a percentage by multiplying it by 100.
After the percentage of people of color on the @eapmmittee is determined, it is then convertéd &
letter grade which adheres to the following gradiegle: “A"= 30 percent or above people of color on
the search committee; “B"= 20-29 percent peopleadbr; “C"=10-19 percent people of color; F'= nine
percent or less people of color on the search ctieeni Once the letter grade is determined, ibced
into a numerical score, which corresponds as faloW"=four, “B"=three, “C"=two, and “F"=zero.

These numerical scores are used to compute tHegfiade.

Candidates Interviewed

The Candidates Interviewed category is measuredlasiynto the way the Hiring/Search
Committee is measured. The numbers of candidatelof who earn an on campus interviews are
recorded. This total is divided by the total numbgcandidates, yielding a ratio of candidates ah®
people of color to total candidates with on camipterviews. After the percentage of people of cifo
the candidate pool is determined, it is then camegemto a letter grade which adheres to the fahagw
grading scale: “A"= 30 percent or more of peoplecofor in the candidate pool; “B"= 20-29 percent of
people of color; “C"=10-19 percent of people ofal“F'= nine percent or fewer of people of color i
the candidate pool. Once the letter grade wagsrdeted, it was coded into a numerical score, which
corresponds as follows: “A"=four, “B"=three, “C"=twy and “F"=zero.

Reasonable Time

The duration of the search and hiring processderded and graded. This measurement is made
objective by examining previous patterns of heaakchong hiring decision time frames by experts ia th
hiring process of head football coaches. The gmdategory for a reasonable time is as follows="A
two weeks or longer to make a final decision, “B%=t013 days, “C"=four to five days, “D"= two to
three days, and “F'=one day or less to make a eci¥Vhen more time is allowed during the search

process, more potential applicants become awatkeobpen position and the search committee has the
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chance to seek out additional candidates. Thusngel hiring process can help to ensure that thet mo
gualified candidates are able to apply, which iy ¥amger time frames earned higher grades.
Affirmative Action

The affirmative action hiring policies and procesrfor each institution were requested.
Researchers critically evaluate the level of doqumateon of affirmative action hiring policies and
procedures the institution has. Since the evalnaticthe policies and procedures is open-endedldou
blind evaluations are conducted to ensure accuadyprevent biases. Each institution earn a Igtiee
for their documentedcompliance with the affirmative action policiesdaprocedures based on the
following grading scale: “A”= highly detailed levef documented policies and procedures; “B”= aenor
than standard statement documenting the policidgpaocedures for affirmative action; “C"= a starlar
policies and procedures document that said thétutieh does not discriminate; “D"= a somewhat
detailed documentation of the policies and procestufF’= no documentation of the policies and

procedures at all.

Final Grades

Once the letter grade is determined for eachtirigtn, it is then converted into a numerical score
based on the following scale: “A"=four, “B"=threéC"=two, “D"=one, “F’'=zero. These numerical
scores are used to compute the final grade. Taé drade is computed by summing all of the nunaéric
scores for each of the five categories. The higlhemumerical score (a total of 20 final numergeabre
points was possible), the better the letter gradénce the final numerical score is calculatedsit i
converted into a letter grade. The final gradinglesés as follows: “A"=18-20 final points; “B"=1671

final points; “C"= 14-15 final points; “D"= 12-13al points; “F’= 11 or less final points.
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Number of
communications
with BCA and/or
MOIC regarding
candidates of
color

Figure 3: Research Design Diagram for the Hiring Rport Card

A=2 Communications; B=1
Communication; F=0 Comi

A=4 points, B=3 points, F=0 points

Number of people
of color on hiring
committee/ Total

A=30% or higher, B= 20-29%,
C=10-19%, F=below 9%

A=4 points, B=3 points, C=2

number of people points, F=0 points _
involved in hiring Final Grade
proces Point Totals
A=30% or higher, B=20-29%, A=18-20,

Number of C=10-19%, F=9% or below B=16-17,
candidates of color 14-

. . 4 R= e = e C-14-15,
provided with an A=4; B_—3 points; C=2 points; D=12-13,
official interview/ F=0 point: F=11 or less

Total number of
official interviews

Reasonable time
frame for search
and hiring process

A=Over 2 weeks, B=6-13 days,
C=4-5 days, D=2-3 days, F=1 d3

/

A=4 points, B=3 points, C=2
points, D=1 point, F=0 points

Adherence to
Institution’s
Affirmative Action

A=Completely, B=Mostly,
C=Halfway, D=Somewhat,
F=Not at al

VARVIRVIRY:

Hiring Policies

A=4 points, B=3 points, C=2
points, D=1 point, F=0 points

|

BONUS: For schools that hired a coach of color, fwo-point
bonus will be added into the final grade point tota

© BCA with research analysis and assessment by tRembeson Research Center, 2004, 2005, 2006,
2007, and 2008.

23



FINDINGS AND RESULTS

Table 4: Final Grades for All Schools by Division ér 2008, Year #5

A B C

FBS 9 2 5
FCS 7 2 3
Total 16 4 8

Source: Paul Robeson Research Center for Academdicdthletic Prowess, ©2008

When the divisions are compared (see Table 4), §€&®ols earned higher grades than FBS
schools. FCS schools had slightly more of thdiiosts earning an “A” grade or a “B” grade (69%,ain
schools) as compared to the 61% (eleven) FBS sehodiowever, it should be noted that there areemo
head coach openings in FBS than there are in FESi@i.

Schools with an “A”

Sixteen out of 31 total schools (51%) earned anfiAdl grade. Nine of these schools were FBS
and seven were FCSOf those who earned an “A” as an overall grade niajority had grades of an “A”
in all of the categories (see Table 5). CommurmacatCandidates, Search Committee, and Time Frame
were grading categories where institutions earribhgirean “A” or “B” grade. Search Committee is the
only category to have all “A” grades with the exiiep of two “B” grades, which demonstrates that a
diverse search committee helps to ensure equityaandss in diversifying the head coaching position.
Affirmative Action was slightly skewed as (six) 4@8fbschools earned below an “A” grade.

An overall “A” indicates that the institution is taely seeking the best people for the position,
including people of color who meet the schools’ gldscription criteria. It is possible for all iitstions
to achieve a perfect score, which is what an utstit should strive to achieve as Florida Inteozi
University, lowa State University, Michigan Statenilkersity, and Stanford University have done in
previous years. This year only three institutio®s6%) earned a perfect score: Northern lllinois

University, Western Carolina University, and Gear§tate University. This is a slight decrease ftben
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four (11%) institutions that earned a perfect scoddl of these schools will receive a certificai®

congratulate them on their commitment to diversity.

Table 5: Grading Breakdown for "A" Schools

Time Search Affirmative

Division | School Frame Communication Candidates | Committee Action
Colorado State

FBS University A B B A A

FBS Duke University A A A B A

FBS Georgia Tech B A A A B
Northern lllinois

FBS University A A A A A
Southern
Methodist

FBS University A A B B A
University of

FBS Arkansas A B B A A
University of

FBS Michigan A A A A C
University of
California Los

FBS Angeles A A A A B
University of

FBS Houston*** A A A A F

FCS Drake University | A A B A A
Eastern
Washington

FCS University A A A A C
Georgia State

FCS University A A A A A
Indiana State?

FCS University A A A A C
Southern lllinois

FCS University A A B A A
University of

FCS South Alabama A A B B A
Western Carolina

FCS University A A A A A

* Indicates a coach of color hire. ** University ldouston earned a “B” grade, but due to the bariscoach of color hire they earned an “A” grade.

Source: Paul Robeson Research Center for Acadend@shletic Prowess, 2008
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Schools with a “B”

Four out of 31 schools also have a “B” as a fgralde (see Table 6). A grade of a “B” indicates
that the institution could enhance some aspectth@fhiring process, but they are actively seeking
improvements to demonstrate support of racial diein high-ranking leadership positions. The “B”
schools have more diverse grades in all of thegoaies. The Affirmative Action and Search Committee
components had a normal distribution of grades.| &l schools earned an “A” grade in the

Communication components.

Table 6: Grading Category Breakdown for “B” Schools

Time Search Affirmative

Division School Frame Communication | Candidates | Committee | Action
University of

FBS Hawaii B A A A C
University of

FBS Nebraska B A B A B
University of

FCS Rhode Island A A B C B
University of

FCS Richmond* B A A F A

*Indicates a hire of a coach of color

Source: Paul Robeson Research Center for Academii@éhletic Prowess, 2008
Schools with a “C”, “D”, or “F”

Eleven of 31 total schools (35%) earned a “C,” “Dy"“F” as the final grade (see Table 7). Of
these, only eight schools earned a “C,” which repnés maintaining the status quo. Previously gméyi
education, a “C” grade signified average ability.térms of proactively seeking equity and diversity
grade of “C” indicates that the institution is opng at below par. The Candidates and Search
Committee grading components are the areas wheréCthschools could use the most improvement.
The Communication and Affirmative Action categorieave the highest grades. The Time Frame

component is typically strong with the exceptiortwb schools who earned a “D” in that category.
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Three schools earned an “F” grade. This is th&t fiear where no institution earned an “F”

grade due to not submitting their information. s a significant change from previous years enftct

that additional schools are now participating. §,halthough the majority of “F” schools knew thia¢y

would earn a failing grade, they still submittedithinformation which is commendable.

Table 7: Grading Category Breakdown for "C," "D," a nd "F" Schools

Time Search Affirmative Final

Division | School Frame | Communication Candidate | Committee | Action Grade

FBS Baylor University| A A A F B C
Texas A&M

FBS University D A F A A C
United States

FBS Naval Academy* | D B A F A C
University of
Southern

FBS Mississippi A A B F A C
Washington State

FBS University A A C C B C
Eastern Kentucky

FCS University A A B F A C
Southern Utah

FCS University A A B F B C
Virginia Military

FCS Institute A A F B A C
University of

FBS Mississippi C F F F F F
West Virginia

FBS University A B C F F F
University of

FCS Dayton F F F F C F

*Indicates a hiring of a coach of color

Source: Paul Robeson Research Center for Academiid¢hletic Prowess, 2008

It is interesting that the Search Committee compbrisethe category that has the highest amoung&bf “

grades, which helps to support the theory thatcalig diverse hiring search committee ensures tgqui

and access in the hiring process.
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DISCUSSION

The major question is how the grades should bepreted fromBCA HRC #5 (2007-08) On a
positive note, the “A” grades for this year are thighest in five years of analyzing the head caaghi
vacancies. This is positive because prior to BCACHR (2003-04), there was no systematic process to
follow or annual grades with regards to footbaththeoaching positions. Also, it should be noted fba
the first time in five years no schools receivechatomatic F gradeschools are respecting the process is
one way to interpret these trend@®onversely, “F” grades for FBS and FCS institusicontinue to occur.
This juxtaposition of success and failure has ingtlons for how this issue continues to be examined
terms of theory and practice. As in previous yedithis report, schools that communicate the ma#t w
the BCA and/MOIC, take their time when making tlmaf decision on a head coach and follow the
affirmative action policies in part or whole—usyagjrade high. For those not following these stéips,
opposite usually happens with lower grades. Thiesaanother important thought: Are schools follayvi
the process to achieve high grades while still foheicking” the coaches they wanted for the positi
from the beginning If the answer to this question is yes, then #o& bf ethnic minority hires should in
no way be perceived that schools have high graddssanply can’t find “qualified” coaches of coloif.
the answer is no, then the process should conttoube followed and higher education and sport
management should see progress in terms of ethinarities becoming the final outcome of the process

When compared to other theoretical and empiritadigs that examine diversity and equity in
hiring practices, the issue of the lack of divgrgih search committees and the flexibility of affative
action policies are consistent with other scholarghat examines racial and ethnic discrimination
(Bonilla-Silva & Forman, 2000; Feagin, 2000; Scham&teech & Bobo, 1985). In fact, this pattern of
research connects to commonalities between Titleahd Title VII as buffers against institutional
discrimination. For example, Huffman & Torres (2D®und in the empirical study “It's not only ‘who
you know’ that matters: Gender, personal contaats, job lead quality” that the overall quality diet
respondent’s job leads is a product of his or legxdgr and that of the person providing the lea@42p.

793). As both these researchers state, “existsgarch would greatly benefit from data collectioat
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addresses the work-related networks of racial d@hieeminorities. This would allow one to investiga
whether status value beliefs about women and rathaic minorities operate similarly” (Huffman &
Torres, 2004, p. 810).
The purpose of grades in the Hiring Report Cachegear is to have an objective measurement
that quantifies the five major categories thatwsed in hiring practices. Through systematic eatidn
of institutions of American higher education andithathletic departments, various leaders of dityers
based organizations such as the Black Coaches dminsstrators(BCA) hope to increase the public
awareness of the limited opportunities to coaclesotmr based on objectivity, not subjectivity. ttse
BCA HRC making a difference in terms of diversitydaawareness on the topic of equitable hiring
practice? John Saunders of ESPEforts Reporters (200@)scussed the Title VII implications by the
BCA in the context of comparing the dearth of ndnitev coaches t@rown versus Topeka, Kansas in
1954 and the integration of public schools in Ameridaplying this case to college athletics means that
people of color are still waiting to completelydgtate the sacred head coaching positions at ti&ealRf
FCS levels.
All with an interest in this topic should take nateAppiah and Guttman’s (1996) philosophical
analysis of hiring practices in America:
Setting qualifications for a position is not an xse in arbitrariness. Rather, it is an exerarse |
discretion, which operates against a backgrourmbo$iderable uncertainty as to what constitutes
the correct standards and how best to apply thtemedards in the practice of searching,
identifying, and assessing qualified candidatesfdPential hiring goes beyond considering the
qualifications of applicants. It takes into accosomething other than the ability of individual
candidates to do a particular job well. It conssdeolor, gender, class, family connection, or
some other characteristic that is not strictly &p&pa qualification for the job (1996, p. 122).
Based on the data in the present study, in additotyualifications,” it appears that decision
makers consider color, gender, class, family commore@and other characteristics when majority (Whie
minority (people of color) are hired. The true megnof social network theory is best demonstrated
through collegiate hiring trees mentioned earlethis report. The foundation of the hiring tremcept

is “the way in which people are connected throughious social familiarities ranging from casual

acquaintance to close familial bonds” (Hill & Dump&2002)—as with alumni pressure, the factor(s) of
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how comfortable decision makers are with the hezatle is most significant and nearly impossible to
quantify. Even more challenging is to cultivate &mosphere wherall administrators are honest and
forthright that certain candidates based on rakm solor and gender make them feel more or less
comfortable. This is the reality that we still havéong way to go.
Social Network Theory and Title VII: A Legal and Sccial Perspective

Social network theory is defined as cultural aadia relationships operating in terms of nodes
and ties. Hence, a social network is a map ofhalrelevant ties between the nodes being studmed. |
terms of the coaching culture, informal networke arnatural part of mobility patterns of individsial
seeking to ascend in the coaching profession (Br,0pR02). This social network creates what is known
as “hiring tree% (Brooks, 2002) which are an intricate part of theaahing profession and have
historically benefited majority (white) access wergninority (people of color) opportunities (Bropks
2002). While some minorities are “players” in the majoritliring trees,” the issue of fairness is
grounded in legal policies in American society. Text section examines legislation that may comtinu
to illuminate how gender and race intersect withards to policy and access to open participation.
Title VII

One of the most important breakthroughs in equadleyment opportunities was Title VIl in the
1964 Civil Rights Act. Although this was the singieost important law to federally mandate against
discrimination in employment, sex discriminationsa@ot originally intended to be covered by this law
until Congresswoman Martha Griffiths proposed armaiment to include it. President Lyndon Johnson
singed the executive order to include sex discratnom in 1967 (Mezey, 1998). Thus, Title VII “mate
illegal for an employer to discriminate againstiumduals on the basis of their race, sex, natiamajin,
or religion, unless it is a necessary and ‘bona ddcupational qualification™ (Baez, 2002. 13). If an
individual feels that he or she has been discriteith@gainst, then a claim with the Equal Employment
Opportunity Commission (EEOC) must be filed andythell determine the appropriate action (Baez,

2002).
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There are two main components of Title VII claindésparate-treatment and disparate-impact.
Disparate—treatment refers to individuals who &lémat they were treated less equally than théowe
employees on account of their race, national origgx, or religion. This type of claim must demoatst
intent. Disparate-impact is a claim in which aniwdlal alleges that an employment policy, practize
criterion creates a negative impact on the clasépsople whom are protected by Title VII. This e¢ypf
claim requires “the showing that the employmentficea had more than a trivial negative impact on a
class of individuals” and there is a three-steress for litigation that was created by the Supr@wert
(Baez, 2002: 13). The first step is to establisprima facie case, which means that individuals must
construct an implication of discrimination by derstrating four components: membership of the tyges o
classes; sought and possessed the appropriatéagi@ins for the job or benefit; they did not reeeany
benefit; and the employer gave the job or benefgimilarly qualified employees or job applicar@ce
the prima facie has been established, the secepdssfor the employer to communicative a “legitisma
business reason” for the decision. Finally, it limately the employee’s responsibility to provettihe
reason expressed by the employer was actuallytexprfier discrimination (Baez, 2002).

In 1972, educational institutions were includedaimd covered by Title VII (Cooper, Kane &
Gisselquist, 2001). Since then, educational insig have a duty to make certain that their hiring
practices are compliant with the availability of men and minorities in the labor populations fromiakh
their employees are selected (Busenberg & SmitB71L9A critical analysis of the effects of Title VI
show that predominately white women in higher etlonaare the ones whom are benefiting from its
implementation (Cooper et. al.., 2001). Womenabcin higher educational administration have been
painted a bleak picture. According to Busenber8r&ith (1997), being a woman and a minority member
is a double jeopardy for those who are seekingatela career in academia. Although Busenberg &
Smith’'s (1997) research was applied to presidehtsniversities and chief executive officers, atidet
directors, athletic departments and student-athlate also part of higher education administratind

organizational culture.
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CONCLUSION: WHERE DO WE GO FROM HERE...IT TAKES AVIL LAGE?

“That someone qualifies for a job should not be egLavith meriting it, where merit is understood asnoral
entitlement to the job.”— Dr. Amy Guttman

“Most of the stereotypes about African Americansontemporary American culture follow them when tistep
into leadership positions in sport. These sterezstygpeak directly to beliefs about who should caacmanage
and/or who should wield social, political, and ewaic power.”--Distinguished Professor, Dr. Earl 8mi

“When you change the process, you will change titeame...Will we see results in one to two years? No. But we
will see results over a period of a few years."rByMehri, Lawyer and pioneer with the NFL's Roorityle

The BCA HRC #5 continues to systematically expbsse institutions following the process and
not following the process (Brand, 2003); those #ratfollowing the process and happen to hire aguer
of color and those that do not end up hiring a@er color. Is the current research and this we@port
enough to create social change (probably not)hEByrwill policy be the vehicle of change? Histbigs
proven that legal policies rarely change deeprisici social attitudes—but they do changedbhkure of
society on some level. What policy will it take dbange the attitudes of institutions that do net the
need to have open searches or compete for divaisitiyey do on the field with stadiums packed ttciva
diverse athletic participants? The empirical firgdinin this report should help buttress a critical
examination of the answer to this question. Laar'gg2007) initiative(s) and guidelines of The Bien
I-A (FBS) Athletic Directors Association to addrebge dismal minority hiring record is a positivelipp
step in the spirit of the NFL's Rooney Rule, asortgd by USA Today's Steve Wieberg (2007). The
findings also should encourage some of the keyektkers (i.e. BCA, NCAA, athletic directors,
institutions, and college presidents) to work imaert to increase the diversity hiring practices in

collegiate athletics. These stakeholderstlagevillage that cold lead to social change.

Limitations

As with any study, there are some limitations.e@mitation is the fact that only FBS and FCS
schools were included in this study. Likewise, tiéion of token interviews must be taken into actou
as a limitation. Unfortunately, we are unable t@ufify which institutions, if any, had token intews

with minority candidates. The biggest limitatios something virtually impossible to quantify and
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objectively analyze—alumni influence and pressureh final decision of the head coach hired byheac

institution. This is why social network theory is1 amportant frame and lens to gain a deeper
understanding of diversity in terms of head coaghiacancies in college athletics and the broader
society.

Policy Recommendations and Future Researtie Diversity Progress Rate “DPR”

While not explicitly indicated, white American stuat-athletes and white American coaches
should also be concerned with this issue and mhkees to attend institutions that promote and ealu
diversity, because there ameanyof those from majority populations that do care wbihese issues
(Coakley, 1999). The following are ten theoreticetommendations for discussion extracted primarily
from the scholarly literature on management, eqaitg diversity that can easily be applied to sport
American society that will be applied shortly te thiversity Progress Rate (Harrison & Yee, 2007):

1) Raising awareness, building understanding arabweaging reflection (see BCA Mission

statement; Pless & Maak, 2004).

2) Vision of inclusion (Akers, 2004; Pless & Ma&ki04).

3) Management concepts and principles should bibaeght (Pless & Maak, 2004; Singer,

2005).

4) Human Relations Management (Pless & Maak, 2004).

5) Changed power dynamics (Joplin & Daus, 1997)

6) Diversity of opinions (Joplin & Daus, 1997; Gsidin, 2004).

7) Perceived lack of empathy (Joplin & Daus, 1997)

8) Tokenism, real and perceived (Joplin & Daus,7)99

9) Participation (Joplin & Daus, 1997)

10) Overcoming inertia or tendency to not changel{d & Daus, 1997).

In short, the Diversity Progress Rate (DPR) shaeuildor the policy patterns and cultural effects
on intercollegiate athletics that the Academic Pesg Rate (APR) has had. The term “APR” ignites a

sense of urgency, systematic accountability antivetis real social and cultural change in the esad
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behaviors of all involved in college athletics. TRER if implemented in the same manner not only by
the NCAA--but first and foremost by membership itasions could “turn the tide” of diversity in tesn

of opportunities for minority head coaches. We wlikcuss this more in next year's report, espsciall

with the emergence of proactive leadership from @inthe most influential groups in the game of $por

management and higher education--FBS athletic irec

Future research should examine the broader scoffeesé issues related to equity and diversity
in coaching positions in other American schools aftiter higher education institutions. Investigating
high schools, community colleges and other colkeglavels such as Div. Il, Il and NAIA (National
Association of Intercollegiate Athletics) can oréphance our understanding of this important social
issue. It can only serve America well to examine ligh schools, colleges and professional levels in
Canada, our neighbors to the north. These datay uginous theoretical models with objective and
subjective measurements can only educate us maret dbe topic of diversity and coaching. For
instance, we must acknowledge that subjective diggmmare difficult to measure. Nonetheless,
researchers and scholars should continue to exapsioster and alumni networks and their impact on
college sports. Specifically, this attempt to giyaind even correlate their influence on head coach
vacancy decisions and other hires and fires milgadl $ight n thepowerof these stakeholders that impact
the hopes and dreams of all individuals and grdeges the human race.

In terms of a sport business management and higthecation model that works, we must
continue to examine the steady presence of minod&ches (as of 2008 there are six out of 32 teams)
the American National Football League (NFL) as aifpe exemplar of equity and diversity—although
the NFL is not without discrimination issues (Can& Emerson, 2006). This is in comparison to 14
minority (out of 221) coaches across FBS and FG#b&ll in the NCAA membership. What are the
implications of the NFL being more diverse thanemg sports in terms of head coaches? Marc Isenberg
(2008) (author of money playersblog.com and thekbbtney Players calculated the following
statistics based on the 2008 demographics of heaches in college and professional sports:

Number of African American BCS head coaches: 6
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Number of FBS teams: 120

Chance of one black head coach in BCS champiomgsine: 5%

Chance of two black head coaches in the BCS charsipip game: .1953%

Number of years it would take (assuming everythingeld constant, including number of D1-A
teams and number of African American head coadieelsave two African American head coaches meet
in the championship game: 476 years. When Isenkangthe numbers for the 2006 season, it was
statistically probable that two teams coached bycAh Americans will meat within the next 468 years
so it's gotten worse by 10 years.

Number of African American FCS head coaches: 5

Number of FCS teams: 101

Chance of one black head coach in BCS champiomgshie: 4.95%

Chance of two black head coaches in the BCS charsipip game: .198%

Number of years it would take (assuming everythisgheld constant) to have two African
American head coaches meet in the championship:gz@beyears.

Holding everything constant, two African Americaead coaches should meet in a D1-A
championship by 2485 A.D. | am not making a Nostrads-type prediction.

Each year two teams play in the championshipshénNFL there are 32 teams. If every team
"holds serve," a team should make the Super Boeyel6 years and win every 32 years. It doesnyt pla
out like that, but it illustrates how difficultig to play in any championship game.

Any random event could happen, in life and paréidyl football, so two African American
college coaches meeting in the national champipngaime could happen next year, in 10 years, in 100
years, or even in 1000 years. However, to be 8tatity confident that this defined event occurg, meed
475 chances (or years).

In the NFL, the 2007 NFL Super Bowl teams were lmathched by African Americans. | present
to a new feature:

The College Football African American BCS Champhip<Clock
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2006 Projection: 2475 A.D.

2008 Projection: 2485 A.D.

The College Football African American FCS Champiop<lock

2008 Projection: 2514 A.D.

Chance of one black head coach in FBS champiomgsinge: 4.95%

Chance of two black head coaches in the FBS charsipip game: .198% (Note 5)

Number of years it would take (assuming everythégeld constant, including number of FBS
teams and number of African American head coadioelsave two African American head coaches meet
in the championship game: 505 years.

Calculations

Note 1: Since only one team represents each caowferdéhe calculation is (1/16) * (5/16) or

1.953%.

Note 2: 100/3.9 =51.2

Note 3: (6/120) * (5/119) = .0021008

Note 4: 100/.2136 = 476

Note 5: (5/101) * (4/100) = .198

Note 6: 100/.198 = 505

In the final analysis, we must analyze how far vaveh come in college sports in terms of
diversity. The fact remains that many of the schanuist continue to improve those categories theat th
either performed at the average or status quo E@&lgrade) or earned inferior grades (D or F).yAn
low mark by an institution within each of the figategories has impacted the final outcome in ativega
way the last three years. This is why the BCA HjriReport Card of Division FBS and FCS football
teams in American higher education must continuketep scoringhe hiring process and analyze the
social networks of each coach. Keeping score ié\therican way (Jones, 2004).

However, this score keeping must igniteeavsense of urgencylhis new sense of urgency will

reveal a new speed of non-white coaches movinglagwn and through down the pipeline and have a
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chance for victory at the biggest game of all iflexe sports—the head coaching position. Another
outcome that could lead to a new sense of urgensydcess and performanétad NFL Coaches Tony
Dungy and Lovie Smith proved this in 2007 at the&wBowl in Miami, Florida.

As many in society know, this event had a majoiaampact on the national and cultural psyche
in terms of demonstrating how minority males arthlmapable and qualified to lead a team on thedsigg
sporting stage in the world. When will this evericr at the collegiate level, much like when the
performance of Sam Cunningham from USC changeddnee in terms of the integration of collegiate
teams in the south (Yaeger, Cunningham & Papad2®@6)? Only time will tell, but the hiring practie
of sport business management in higher educatiarcentest that all in the United States can dounii
to not just as spectators...but actual participantseal social change. Social change that encourages
aspiring coaches to not only know their craft ascb@s but also develegho they know...and who knows
them.

Postscript: Last Words

It is clear that sport often drives social changsdciety. However, with the recent election of the
first African-American President, Barack Obamathef United States of America, it may be that sgciet
actually drives sport for social change, and tloaiches of color someday have the opportunity toesat
and fail as head football coaches at the colledmtel. This indeed may be the event this report has
articulated that parallels Sam Cunningham's impacteadership, diversity, and societyVe need to

make some changes. Learn to see me as a bro#teadhof two distant strangergShakur, 1991).
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AFTERWORD

Afterword by Damon Evans, Director of AthleticsgTbniversity of Georgia, Athens, Georgia.
Mr. Evans, a football lettermen and double degreédér at Georgia, was selected to this
position in December 2003 and assumed the dutfesadify on July 1, 2004. At the time he was
just 34 years of age, and one of the youngesttathdé@ectors in the country. Additionally, he
was the first African-American to hold that titlethe Southeastern Conference. He has received
numerous awards and honors including being nameSipiarts lllustrated “101 Most Influential
Minorities in Sports.”

| would like to acknowledge the good work of evergowho played a role in compiling this
report, especially Floyd Keith, Executive Directifrthe Black Coaches & Administrators and
the Robeson Research Team led by Dr. Keith HarrsswhDr. Sharon Yee. The methodology
and findings give us a clear picture of the “statteninority hiring in sports and intercollegiate
athletics” in this country. While | concede thabgress is being made, there remains more to be
done. Those of us in significant positions museremur commitment and efforts. It is no longer
enough to have reached a personal goal and theonrrébat accomplishment. We must remain
diligent in supporting the Mission Statement of B@A through our words and our deeds.

Much of what we seek will require real leadershithva passionate vision. | learned early in my
career that leaders impact the future. So letledge ourselves to be leaders that influence
positive outcomes by setting the tone in our dagdg lives, on our campuses, and in our
communities. Let us praise the value and the p@kdiversity. Our profession and our society

become stronger entities when openness is pradiedlifferences are celebrated.

I look forward to the months and years ahead détgntogether as we tell our story and seek the
strategic objectives that will guide hiring, retent and promotion of minorities in our field.

Damon Evans

Director of Athletics
University of Georgia

38



REFERENCES
Appiah, K.A. & Gutmann, A. (1996). Color Conscioddie Political Morality of Race. Princeton, NJ:
Princeton University Press.

Akers, C. R. (2006). Hiring and promoting minoripyofessionals in college student affairs: Legal,
ethical, and performance implications of practldepublished paper.

Baez, B. (2002) Affirmative action, hate speech, and tenure: Naves about race, law, and
the academy New York, NY: Routledge Falmer.

Bonilla-Silva, E. & Forman, T. (2000). “I am notacist but...”: Mapping white college
students’ racial ideology in the U.S.ADiscourse and Society1 (2000): 51-86.

Brand, M. (2003). BCA Hiring Report Card Symposiufremarks). Indianapolis, IN: NCAA
headquatrters.

Brooks, D. (2002.African-American coaches and their mobility pattein sport Paper presented at the
Kinesiology Lecture Series at the University ofchigan, Ann Arbor, Michigan.

Busenberg, B., & Smith, D. (1997). Affirmative @ct and beyond: The woman’s perspective. In M.
Garcia (ed.Affirmative action’s testament of hope: Stratedmsa new era in higher education
(pp- 149-180). Albany, NY: State University of N&erk Press.

Coakley, J. (1999Racial differences in sport in the®2Century Keynote at the University of Michigan,
Ann Arbor, Paul Robeson Research Center for Acadland Athletic Prowess Symposium #2.

Conlin, M. & Emerson, P. (2006). Discriminationhiring versus retention and promotion: An Empirical
analysis of within-firm treatment of players inetiNFL. Journal of Law, Economics, and
Organization, 2¢1), pp. 115-136.

Cooper, J., Kane, K., & Gisselquist, J. (20019rcEs eroding affirmative action in higher
education: The California-Hawaii’s distinction. B Lindsay & M. J. Justiz (editors)The quest
for equity in higher education: Toward new paradgym an evolving affirmative action ergp.
163-182). Albany, New York: State University of W& ork Press.

Cox, T. (1993) Cultural diversity in organizations: Theory, r@seh & practice. San
Francisco, CA: Berrett-Koehler Publishers.

Cox, T. (2001)Creating the multicultural organizatiosan Francisco, CA: Jossey-Bass.

Feagin, J. (2000RacistAmerica: Roots, Current realities, and future regons New York,
NY: Routledge.

Goldstein, S. (2004). Beware reverse discriminati@w, pp. 7-8.

Harrison, C.K. & Yee, S. (2007iversity Progress Rate (DPRorking paper.

39



Hill, F. (2005).Color-coded opportunities race defining space: TmeAffirmative Action
process of employment trends of African-Americamead football coaches at NCAA D-1A
Colleges and Universitie®ocument published at the Institute of Diversityl dthics in Sport.
University of Central Florida: Orlando, Florida.

Hill & Dunbar, (2003. Social network size in humartduman Nature, 1A), pp. 53-72.

Isenberg, M. (2008)http://moneyplayers.typepad.corRetrieved November 7, 2008.
Jones, N. (2004 American wayStreet’s Disciple. New York, NY: Columbia Records.

Joplin, J. & Daus, C. (1997). Challenges of leadmgliverse workforceAcademy of Management
Executive, 1), pp. 32-47.

Lapchick, R. (2006)Racial and Gender Report Cardniversity of Central Florida, Orlando, Florida.
Lapchick, R. (2007)Decisions from the Top: Diversity among Campus,f€@e@mce Leaders at Division
IA Institutions: All-Time High for Diversity amongthletics Directors University of Central
Florida, Orlando, Florida.
Mezey, S. G. (1998) Law and equality. I&sues in feminism: An introduction to
women’s studie€d. S. Ruth. Mountain View, CA: Mayfield Publish
Company. Pp. 406-417.

Pless, N. & Maak, T. (2004). Building an inclusidizersity culture: Principles, processes and pecacti
Journal of Business Ethics, 5dp. 129-147.

Schuman, H., Steech, C. & Bobo, L. (1988cial attitudes in America: Trends and
interpretations.Cambridge, MA: Harvard University Press.

Shakur, T. (1998) ChangesOn Greatest Hits Santa Monica, CA: Interscope Records.

Singer, J. (2005). Addressing epistemological racis sport management researdburnal of Sport
Management, 19164-479.

Smith, E. (2007)Race, sport and the American dreddurham, NC: Carolina Academic Press.
Smith, D. C., Turner, C. S., Osei-Loif, N., & RicHa, S. (2004). Interrupting the Usual:
Successful Strategies for Hiring Diverse Facultire Journal of Higher

Education 75, 2, 133-160.

Sutton, W.A. (2007). Crashing the Sport Managemedustry. Paper presented at the University of
Central Florida, Orlando, Florida.

Weinberg, S. (2007). The Division I-A Athletic Dat®rs Association Guidelines (September).

Yaeger, D., Cunningham, S. & Papadakis, J. (20Déning the tide: How one game changed the south
New York, NY: Center Street.

40



Table 8: Final Grade Comparisons of Years 2004 thnagh 2008
Source: Paul Robeson Center, ©2008
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Table 9: Final grades by School and Division Charand Graph for 2004, Year #1

Source: Robeson Center, © 2008
School Name Final Grade Division Affiliation
Army C FBS
Central Michigan B FBS
Duke University B FBS
Eastern Michigan University A FBS
Kent State University D FBS
Mississippi State A FBS
University of Central Florida B FBS
University of Cincinnati A FBS
University of Idaho C FBS
University of Nebraska B FBS
University of Nevada-Reno F FBS
University of Akron A FBS
University of Arizona A FBS
University of Texas El Paso A FBS
Central Connecticut State University C FCS
Cornell University A FCS
Elon University B FCS
College of the Holy Cross A FCS
Fordham University B FCS
Southern Utah University F FCS
University of Massachusetts B FCS
Northeastern University B FCS
University of Richmond B FCS
The Citadel B FCS
University of San Diego F FCS
La Salle University D FCS
Texas State University F FCS
Sacred Heart University D FCS
FBS Division FCS Division
Communication  Search | Candidates Time | Aff. Communicatio Search |Candidates Time |  Aff.
Committee Frame| Action Committee Frame| ~Action
A 6 6 10 11 0 A 4 2 8 7 5
B 2 2 0 2| 4 B 4 1 0 4 1
C 0 1 1 0 9 C 0 4 0 0 3
D 0 0 1 0 0 D 0 0 0 1 1
F 6 5 2 1 1 F 6 7 6 2 4
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Table 10: Final Grades by School and Division Charand Graph for 2005, Year #2

Source: Robeson Center, © 2008

Final Grades for All Schools by Division Affiliation

School Name Division Affiliation Final Grade
BYU FBS C
East Carolina University FBS B
Indiana University FBS A
Louisiana State University FBS D
Marshall FBS F
Miami University (Ohio) FBS B
New Mexico State University FBS C
Notre Dame FBS B
Ohio University FBS A
Oklahoma State University FBS B
San Jose State University FBS F
Stanford University FBS C
Syracuse University FBS C
University of Florida FBS D
University of Illinois FBS A
University of Mississippi FBS B
University of Pittsburgh FBS C
University of South Carolina FBS F
University of Utah FBS F
University of Washington FBS B
University of Nevada Las Vegas FBS A
Utah State FBS B
Western Michigan FBS A
The Citadel FCS D
Dartmouth FCS B
Indiana State FCS C
Sam Houston State University FCS C
Southeastern Louisiana University FCS F
Stephen F Austin University FCS D
Weber State FCS D
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Candidates Affirmative
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Table 11: Final Grades by School and Division Charand Graph for 2006, Year #3

Source: Robeson Center, ©2008

School Name Division Affiliation Final Grade
Boise State University FBS F
Kansas State University** FBS B
Middle Tennessee University FBS A
Rice University FBS F
San Diego State University FBS A
Temple University FBS A
University at Buffalo** FBS A
University of Colorado FBS D
University of Idaho FBS C
University of Wisconsin FBS F
Butler University FCS B
Central Connecticut State University FCS C
Columbia University** FCS A
Elon University FCS D
Fordham University FCS A
Georgetown University FCS A
Georgia Southern University FCS F
Hofstra University FCS A
Leigh University FCS A
Liberty University FCS F
Missouri State University FCS F
Murray State University FCS A
Southeast Missouri State University** FCS A
Stony Brook University FCS A
University of Northern Colorado FCS B
Virginia Military Institute FCS D
**Indicates the school hired a non-white coach erspn of color
o FCS Division
FBS Division
Communication Search Candidates | Time | Affirmative
Communication CEIE?T:?;;E Candidates ';Il"iar?ﬂee Afgr:;::-i.ve Committee Frame Action
A 7 3 2 2 2 A 12 5 9 14 6
B 0 2 2 3 1 B 1 8 2 0 2
C 0 0 0 0 2 c 0 0 0 0 6
D 0 0 0 0 0 D 0 0 0 0 0
F 3 5 4 3 3 F 3 3 5 2 2
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Table 12: Final Grades by School and Division Charand Graph for 2007, Year #4
Source: Robeson Center, ©2008

School Name

Division Affiliation

Final Grade

Arizona State University

FBS

B
Boston College FBS B
Central Michigan University FBS A
Florida International University** FBS A
lowa State University FBS A
Louisiana Tech University FBS C
Michigan State University FBS A
North Carolina State University FBS B
Rice University FBS D
Stanford University FBS A
Tulane University FBS A
United States Air Force Academy FBS F
United States Military Academy FBS B
University of Alabama FBS F
University of Alabama-Birmingham FBS C
University of Cincinnati FBS A
University of Idaho FBS C
University of Louisville FBS F
University of Miami** FBS A
University of Minnesota FBS B
University of North Carolina FBS A
University of North Texas FBS B
University of Tulsa FBS F
Austin Peay State University FCS B
Georgia Southern University FCS F
Idaho State University FCS F
Jacksonville University FCS F
Montana State University FCS F
Portland State University FCS A
Sacramento State University FCS D
Samford University FCS C
Stephen F. Austin State University FCS B
Tennessee Tech University FCS A
Texas State (San Marcos) University FCS F
University of San Diego FCS F

**|ndicates the school hired a non-white coach erspn of color

Note: Drake University was not included in the graydthis year but did have a head coaching vacancy;

o FCS Division
FBS Division
Communication | Search |Candidates | Time | Affirmative
Communication Search Candidates | Time | Affirmative Committee Frame | Action
Committee Frame Action
A 3 1 3 9 4
A 17 10 16 13 13
B 7 2 3 0 2
B 6 5 1 7 5
C
C 0 > 1 o 1 0 4 0 0 4
D o ) o 2 ) o 0 0 0 1 0
F o 5 5 1 4 F 2 5 6 2 2
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Table 13: Alphabetical Listing of Collegiate EthnicMinority Offensive and Defensive Football Coordindors

Name Institution Ethnicity

Robert Anae Brigham YoungAsian
University

Marcus Arroyo San Jose Statkatino
University

Tim Banks Central Michigan African-American
University

Corwin Brown University of Notre African-American
Dame

Steve Brown

University of Kentuck

y  African-American

Nigel Burton

University of Nevada

African-American

Norman Chow

University (o)

California, Los Angeles

f Asian

D

Manny Diaz Middle Tennessee Statieatino
University

Ron English University of African-American
Louisville

O’Neil Gilbert Tulane University African-American

Charlie Harbison Mississippi Staté\frican-American
University

Michael Haywood

University of Notr
Dame

c African-American

Jamie Hill

Brigham
University

Young

African-American

Marion Hobby

Duke University

African-American

Derrick Jackson

Syracuse University

African-Amemnica

lvin Jasper U.S. Naval Academy African-American
Cal Lee University of Hawaii, Asian
Manoa
Ron Lee University of Hawaii, Asian
Manoa
Osia Lewis University of Texas ElAfrican-American

Paso

Mike Locksley

University of lllinois

Champaign

African-American

Calvin Magee

University of Michigar

1 African-America

Willie Martinez

University of Georgia

Latino

Woody McCorvey Mississippi StateAfrican-American
University

Ruffin McNeill Texas Tech University| African-Ameao

Tyrone Nix University of| African-American
Mississippi

Brian Norwood

Baylor University

African-American
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Name Institution Ethnicity

Jay Peterson Eastern MichigaAfrican-American
University

Jason Phillips University of Houston  African-Amexic

Joker Phillips University of Kentucky African-Amesan

Paul Randolph University of Tulsa African-American

David Shaw Stanford University African-American

Charlie Strong

University of Florida

African-Ameaic

Trooper Taylor Oklahoma StatéAfrican-American
University

DeWayne Walker University af African-American
California, Los Angeles

Tim Walton University of Memphis| African-American

Jimmy Williams

The State University ¢
New York at Buffalo

pfAfrican-American

Everett Withers

University of Nort
Carolina, Chapel Hill

hAfrican-American

Darrell Wyatt

University of Souther

nAfrican-American

Mississippi

Source: Institute for Diversity and Ethics in Spe2008
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Table 14: Alphabetical Listing of NFL Ethnic Minori ty Coaches and Coordinators

Name Team Position

Greg Blache Washington Redskins Defensive Coordinat
Romeo Crennel Cleveland Browns Head Coach

Tony Dungy Indianapolis Colts Head Coach

Herm Edwards Kansas City Chiefs Head Coach

Perry Fewell Buffalo Bills Defensive Coordinator
Leslie Frazier Minnesota Vikings Defensive Coordana
Marvin Lewis Cincinnati Bengals Head Coach

Ron Meeks Indianapolis Colts Defensive Coordinator
Clarence Shelmon San Diego Chargers Offensive Quatat
Mike Singletary San Francisco 49ers Head Coach

Lovie Smith Chicago Bears Head Coach

Sherman Smith

Washington Redskins

Offensive Coatdm

Brian Stewart

Dallas Cowboys

Defensive Coordinator

Mike Tomlin

Pittsburgh Steelers

Head Coach

Mel Tucker

Cleveland Browns

Defensive Coordinator

Source: Robeson Research Center @2008

Table 15: Numerical Breakdown of NFL Coaching and @ordinator Positions by Ethnicity

Position Total Number | Whites in | Minorities in | Percentage  of

of Positions Position Position Minorities in
Position

Head Coach 32 25 7 22

Defensive 32 26 6 18.75

Coordinator

Offensive 32 30 2 6

Coordinator

Source: Robeson Research Center @2008
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Appendix A

Acceptable Standards

The intent of the Division 1A Athletics Directolis to create prescribed and appropriate
standards to administer the business of interdalilegathletics, while addressing specific
concerns and trends evident in our profession ta8pgcifically, the intention of the Association
is to reaffirm our commitment to these ethical mdures through the adoption of “Acceptable
Standards.” While we recognize the reality of hmwv business has changed, and will continue
to change, it is the courage to maintain a standanaviolate and ethical core values that are the
essence of strong and effective leadership. Thecéptable Standards” described in this
document will become an addendum to the AssociatiBtatement of Core Values and Code of
Ethics, and will be formally discussed by the mersbg during the Annual Meeting.

1. Minority Football Coach Hiring Practices

The Director of Athletics is responsible for admsimation of an effective search for a head
football coach. While the hiring process may emg#uard parties including those from within
the institution, alumni, donors, and representaticé executive search agencies, it is the
obligation of the Athletics Director to manage firecess in accordance with the guidelines and
standards of their institution, their Conferente, NCAA and this Association.

a. Potential Candidates

Historically, the identification of candidates farnew search begins at the start of the process,
which potentially results in a less-than-comprehengroup of candidates. It is prudent to
ensure a list of potential candidates will incluanority coaches. The development of the
diverse group of candidates should be an on-gomgeplure during the normal course of
business throughout the year, and in particulatjna¢s other than when an actual search is
underway. This on-going procedure should enabdeAthletic Directors to identify a more
diverse group of candidates, well in advance ofrwhesearch is necessary. Athletic Directors
are encouraged to develop a list of potential ahatds, to specifically include minority
candidates, which will enhance the efficiency akarch process, but will also give the Athletics
Director more time to personally become better aogad with those coaches identified as
potential candidates, before an actual searchcsssary.

Further, the Association offers opportunities teistsand support each Athletics Director
through initiatives that will focus on creating i@e&tse candidate pool:

1. Identification of potential head coach candidates
2. Educational/training of candidates
3. Relationship development with candidates

4. Collaboration with other organizations such asNIBAA, BCAA, NFL and others

49



b. Search Firms

When executive search agencies are used duringhitirey process, it is imperative the
institution and the Athletic Director retain theepsgative to direct the activities of the search
agency to adhere to institutional hiring practieesl to mandate consideration of all candidates
identified by the institution as potential candekat Further, the Athletic Director should give
consideration to a firm’s history of inclusion witbspect to minority candidates when selecting
an agency or consultant.

c. Formal Interviews

Athletics Directors interviewing candidates for ddaotball coaching positions should include,
one or more minority candidates for that positi@sulting in a formal interview opportunity. It
is prudent to hire from a broad, diverse, and gngwgroup of candidates, and to support equal
opportunity and fair hiring practices throughou thiring process. This is not only the position
of the Association, but most likely in alignmenthwvthe hiring policies of the institution.

Key items to consider during the search/hiring pssc that is customarily included in
institutional hiring policies:

1. Prior to beginning the interview process, in order clearly articulate the job
expectations for potential candidates, draft a gelscription that clearly and fully
defines the role of the head coach;

2. Review the current information obtained by yourgming efforts throughout the year
to identify potential candidates;

3. Conduct outreach efforts to organizations (e.g. usé¢ NCAA/D1A
Association/NFL/BCAA resources) to obtain resumd eaference information;

4. Create an optimally comprehensive group of candgjanaking certain, your group
of candidates is diverse and minority inclusive;

5. Preparation of a “search timeline” that sets féwtly decisions and dates leading up to
the actual selection of a new coach. It is clda;athletics director must maintain
flexibility during a search process, while opergtin accordance with institutional
prerogatives, so the “search timeline” will be spedo the circumstances.

6. Records should be kept that describe the admitiatraf the search process, as well
as the details pertaining to each actual interviehhe actual interview may be
conducted in a location that is convenient foiralblved, and does not have to occur
on campus.
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