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DISCLAIMER

The Paul Robeson Research Center for Academic and Athletic Prowess, the University of Central
Florida and any other institution and individual that assisted with this study are not liable for any
implications or ramifications basexh the results of the study. While the research design was conducted
for the Black Coaches and Administrators (BCA) Hiring Report Cards (HRC) by the Robeson Research
Center, the content of the design has been a collaborative effort of the past BCAegp&usomits for
Equity in Hiring (20032006) and the Robeson Research Center. The summit group is comprised of
representatives of tHBCA, the NCAA, selected athletic administrators, conference commissioners and
other recognized sport professionals. The BGA pur pose in conducting this
Robeson Research Center is to objectively analyze the data that was provided (or not provided) by each of
the institutions Any non-scientific issues related to the study should be addresseth@iBCA.
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BCA HRC # 6 (20082009) dedicated to the Memory oDr. Myles Brand, former president of the
NCAA.

Photo courtesy of the N@A

The American sports community and Black Coaches and Administrators have lost a devoted friend and
advocate. Myles was highly valued on both a professional and personal level by our assoditgion.
embraced andupported BCA diversity and professional development efforts and he respected our
concerns related to studeathlete welfare as he led the charge for academic reform for the sathlieé

in America. From the beginning of his tenure as NCAA Presider2003, Dr. Brand communicated
directly with our association regarding multiple issues of mutual concern and established a continued
open dialogue between his office and the BCHAis legacy will be one of courage, compassion and trust.
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FOREWORD

Dr. Richard Lapchickiskown as t he f#Aracial <consclasketltak 060 of spor

studetat hl et e at St Dr. Lapohicki®tee pioneer researcheér of yeport cards of
collegiate and professional sportkle is the Director of the Institute for Diversity and Ethics in Sport at
the University of Central FloridaHe offersthese words on the eve of ®iethAnnual Hiring Report

Card of NCAA college football head coaching positions.

Last year | said waeeded a new game plan with an arsenal of new weapons we have not had to change
the hiring practices for head football coaches in college sport. The failure to achieve dramatic
improvements now calls for a civil rights movement in college sport.

Americahas its first AfricarAmerican president. Yet our record for hiring football coaches of color is
scandalous. As of the date of this publication, we do not have an Akioanican head football coach
in the SEC, Big 12, Big Ten, PADD, or Big East.

This is the sixth time that the Black Coaches and Admin@sdiave issued their FootbHliring Report
Card(HRC). The HRC examines in depth how we hire a new head football coach in our institutions of
higher education.

The process is more open. hetFBS schools, there were healthy percentages people of color on the
search committees and among the candidates interviewed. However, the percentages were down in both
categories.

1 27 percent (31) of 113 people on the search committees for the FB$axitiams were people
of color. Last year it was 30 percent.

1 29 percent (36) of the 122 candidates interviewed for the FBS open positions were candidates of
color. Last year it was 31 percent

There were more coaches of color in the 2009 season thap previous season.

For 2009, there were seven AfricAmericangTurner Gill, State University of New York at Buffalo;
Ron English, Eastern Michigan University; Kevin Sumlin, University of Houston; Randy Shannon,
University of Miami (Florida), Mike Haywod, Miami University (Ohio); Mike Locksley, University of
New Mexico; DeWayne Walker, New Mexico State University);atino(Mario Cristobal, Florida
International Universityand aPolynesiar(Ken Niumatalolo, U.S. Naval Academy).

What is lost in the iprovement in numbers is that three BCS jobs were lost iRdl&0, Big 12 and
SEC. Adding positions at Miarniversity Ohio), New Mexico, New Mexico State and Eastern
Michigan was important bihese schoolwiill likely never get a shot at a BCS chaomship.

Looking back, the first Hiring Report Card was published when there were only three Afrieaican
head coaches, which was the lowest point in this Century. The 2008 season was played with eight
coaches of color, six of whom were AfricAmerican. At the end of the season, Ty Willingham
(Washington), Ron Prince (Kansas State) and Sylvester Croom (Mississippi State) were gone. Four
African-Americans were hired as head coaches after the seReonEnglish at Eastern Michigan, Mike
Haywood at Mami (Ohio), Mike Locksley at New Mexico and DeWayne Walker at New Mexico State.

That all sounds like continuing progress except that only Eastern Michigan, Miami (Ohio), New Mexico
and New Mexico State hired coaches of color among the 22 FBS sdiaidig¢d new head coaches.
Since 1982, there have been 477 head coaching vacancies at FBS schools. Coaches of color have been



selected to fill just 29 of those openings. As the 2009 season ends, only seven of the 120 Football Bowl
Subdivision coachingbs are filed by African Americans. Thét one less than 12 years ago.

We cannot accept the hiring practices in college football in 2009 because they do not work. Major

League Baseball and the NFL have set example of adopting new tools. ThedéBa far ahead it did

not need tools. Bud Selig mandated candidates of color for interviews for Major League Baseball
managers and it worked. The NFL instituted the fl
more firepower in college footHdal

Myles Brand was devoted to changing our hiring practices. | hope that we can pay tribute to Dr. Brand by
moving forward with diversity and inclusion in college sport.

We need a civil rights movement in college sport now. The BCA believed that aampebjective

process would ultimately result in more opportunities for Afriéamericans to be named as head

coaches. ThelRC has been a start but has not been sufficient. We have called on the NCAA to adopt an
AEddi e Robinson RaoafetbeaNEbbseBeomeysRohe mandat.i
interviewed for all head coaching positions with sanctions for those who do not. The State of Oregon

passed House Bill 3118 adopting such a rule for all state colleges and universities. TheaBGA is

seriously looking at initiating Title VII civil rights law suits agairschools. We need suamew arsenal

to fully open the doors of opportunity in the new civil rights movement.

Dr. C. Keith Harrison, Dr. Sharon Yee, and the research tedre &aul Robeson Research Center again

did an excellent job of shedding light on where we are today. Sadly in college football, the light is only
flickering. The 200HRC holds schools accountable in one of sports most inequitable situations! |
congratulgée the BCA and the work of the Paul Robeson Research Center to achieve this outstanding and
practical research effort.

The 200HRC should make a difference but more than research is needed to bring about more
meaningful opportunities. We need to juntgrsthe civil rights movement in college sport now.

Richard Lapchick, Ph.D.

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

Orlando, Florida
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BCA EXECUTIVE DIRECTOR STATEMENT

iDear President, the time is now to stand wup
By Floyd A. Keith

Floyd Keith is aormerNCAA collegiate football coach with 30 years of coaching experieive Keith
serves as the Executive Director of the Black Coaches and Administrators; a position he has held since
2001.

This past September, Americads educat iinoONCAA and
President Myles BrandNot only didthe Black Coaches and Administrators éaa advocate; but his
passing was both a professional and personal loss for DmeBrand embraced and supported BCA
efforts in equitable hiringand professional developmeiiie respected our concerns related to stirde

athlete welfare as he led the charge for academic reform for the sailiet¢ in America. | was proud

to list Myles Brand a acolleague, friend and supporter. From the beginning of his tenure as NCAA
President inJanuary2003, Dr. Brand and inet annuallyto discuss issues of mutual concéon our
associations Our initial visit occurred during his very first week in offic®ur manyconversations were

always open and candid. We established and maintained dialogue until his passing. Wiwilegac

one of courage, compassion and trukave often heard the renowned Dr. Richard Lapchick (Director of

the Institute for Diversity and Ethics in Sport) speak about positively changing society and how it is
realized. His timeless quote B,Stdamup f or justice aMylesBtandsiooamup bl oc k
for justice and did not block its path.

| wish to expressincereappreciation tgrincipal investigator and lead authbr, C. Keith Harrisorand

project managemr. Sharon Yee for their ark on the sixth edition of the BCA Hiring Report Card. In
addition, special thanks must be extended to the research assistance provided by the students of the
University of Central Florida and Arizona State University.

I am frequently asked if thissport makes a difference. | unequivocally believe it does and has. A
positive outgrowth can be seen in the measured increase in inclusiveness and accountability in searches
after 2004. However, despite our persistence and similar efforts by others Wwracerthis cause; the

reality is the problem remains. The numbers speak the truth.

While my personal awareness of this issue stems
coaching profession, my active role with this issue began ii.19&turally, it has intensified with my

role as Executive Director of the BCA. During that span of time, multiple topics have been discussed as
solutions; some revisited and some new. Today, | believe the one group that can change this situation
outside of state and/or federal legislation is college presidents. Presidents can create and demand the
proper environment and process for equitable searches. In the equation of the collegiate hiring process; a
college president is the one individual who damand justice in the search process.

What makes the world oNCAA football unique? Why does this landscape diffeym that of the

National Football Leagueyie n @8 d Wo MEAA basketball or the hited States Army? Let 6s
contrast the ratio Africamerican leadership within each group with the percentage of black
participation; next, we will compare the ratios to collegiate football. You will be disturbed.

At the beginning of the 2009 football season, 46% of FBS players were African American. The
percentage of head coaches of color in the FBS was 7.5% (9/120) and 5.7% (7/122) for FCS. This
represents 16% and 11% head coache®f color for their respective divisions as it relates to
participation. 66% of the current players in the NFL are blddie percentage of black head coaches in

the NFL is 19% (6/32yvhich reflects a 29% ratio of head coaches when compared to participation. The

11
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numberof head coaches in the NFL is 2 % times that of the FBS; and 1.8 times gigatteyou consider
the perentage of coaches to participants.

In Division | basketball60% of themaleplayersand 47% of female playeese AfricanrAmerican 23%

of Division | menodés basketbal 13hé&dobasbebdbals| bas
produces 88%ratio of coaches to participantsr men; a 29% ratio for women46% of allplayers in

FBS football are AfricarAmericanproducing al6% ratioof coaches to participants Division | |
basketball head coaching representation is 2.3 timeterhanthatd FBS f oot bal |l ; women
is similar to the NFLO6s 1.8 ratio.

20 % of our United States Army is African American. 8.5% (27) of the gerem@lafrican American.
12.2% (8,638) of thecommissionedofficers are African Americans. Dgise a much lowerArmy
participation level, a person of color is 2 ¥ times more likely to be gesredldltimes more likely to be a
commissioned officer than to be a head football coach in the FBS.

Many advocates have joined the BCA to address the ityeguihe hiring of collegiate head football
coaches at all l evel s. Dr . Richard Lapchickods ( Di
annually produces reports, books and publications advocating for diversity and inclusion in attsof spo

as well as football; Dutch Baughman (Executive Director of the Division IA Athletics Directors) has
encouraged athletic directors to adoptiaA c c e pt ab | e Sforathlefic dirdcots togandiuct c y
searches; Charlotte Westerhaus (NCAA Vicesitent of Diversity and Inclusion) supports professional
development academies for assistant coaches aspiring to become head football coaches; and NFL

coaching | egend, Tony Dungy, has recently stated
presidents to address the football hiring problem. Most recently, the efforts of Sam Sachs, a concerned
Oregon <citizen, hel ped spearhead the passage of |

cont ext of the NFLOs orifBropublicegllegiRe athdetic priograime in Oreggn. s | at |
While approaches may vary, the objective is consistent. Stand up for justice and do not block its path.

Many factors influence the collegiate search which differs from the NFL search. In the EFwrler

and general manager make the decision and handle the process. Colleges have more stakeholders.
Officially, the athletic director handles the search. At the FBS level, the reality of the involvement is
extensive. The president, athletic directavard of trustees, the hired search group, tHeurse search
committee and fAsignificant otherso of political a
composition of the aforementioned group is not diverse; hence the voice oftdie@siinclusion is not

heard during some of the more critical times of decision making. It is what it is.

The catalyst for positive change on the collegiate level lies at the top of the pyramid. It rests with the
college president who ultimately Bkes the hire. Presidents can demand an inclusive and diverse search
process from their athletic directors and vice presidents. Diversity and inclusion is more easily achieved
if it is a functional part of the chemistry of the administration and isateftiein administrative practice.

It is easier to hire an attitude of diversity and inclusion than it is to teach or implement it. Presidents must
stand up for justice and not block its path.

Floyd A. Keith
Executive Director
Black Coaches anddministrators
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BCA PRESIDENTAL STATEMENT

David Leitaois the President of the Black Coaches and Administrators Associationfarrder NCAA
collegiate headn e nb@asketball coaclat DePaul University as well as University of Virgini@n behalf
of the associ@bn, he provides a statement regarding the release of the BitiAg Report Card#6 of
NCAAFBS and FCSollege football head coaching positions.

Let me first thank Dr. Keith Harrison along with Dr. Sharon Yee for their diligent efforts in

putting together this yeais Hiring Report Card for NCAA Football. They make it possible for a

very diverse group of people to see what the hiring process is all about. Each university is looked
at in a way that should allow the hiring of coaches in a fair and justenan

As the President of the Black Coaches and Administrators Association | am proud to be among
those who provide this report to the many people interested in this process. Moreover it is the
continued progress that has and must continue to come fra#Ri@idhat we are so interested

in. Our membership sees this as a tremendous opportunity for the kind of changes in the process
that have been long overdue.

On a yearly basis, it is the hope of the many people involved with putting this report togdther tha
a fair and equitable search will provide more opportunities for @sachcolor. The initial focus

is on making sure a quality list of candidates are represented in the pool and then to show that the
guality of coaches across the board is very goo@rdégss of color.

While strides continue to be made, in particular as a result of the HRC, we realize that the
numbers are still below where they need to be. With the continued efforts of all involved in the
interviewing and hiring process it is my hadpat we can overcome the low percentages that
exist, sooner rather than later.

Sincerely,
David Leitao

President
Black Coaches and Administrators Association
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EXECUTIVE SUMMARY

Since 1982, there have be#? head coaching openings at fiBSlevel. AfricanAmerican coaches
have been selected fos &%) of the head coaching opersivgith 24 of the appointments occurring after
1990 (Harrison & Yee, 2002008 Hill, 2005; Lapchick, 2006). In the history tife FBS leve] African-
American coaches have been selected a tot times as the leaders of college football programs
(Harrison & Yee, 20062008 Hill, 2005; Lapchick, 2005). Since 1996, onl§ (I %) African-American
coaches have been hired (one Afridemerican each year with the exceptiortte 2006and 2008
seasonsout of221 vacanciesThe same historical patternieBSfootball is even less diverse at thES,
Division I, andDivision Il levels. This year, while there asgpproximatelylO0 predminately white
FCSschools that compete in football, ordgverhavehead coaches of color andly one coachof color
washired this past yeat the FCSevel.

In the 200809 Hiring Report Card #@hegradescontinue tamproveat some institutionaswell asthe
overallletter grades in certain categoriekwever, there is still room for improvementsasneschools
continue to fdlbelow parwhen each of the five categories of the Hiring Report @Geedxamined low
marks across the categories engailly indicate the need for more improvement in the various areas.
Consider the following snhapshot of the overall marks and the five hiring categories:

OVERALL FINAL GRADES

There are a total &2 schools inthe study. Twentywo areFBS andtenareFCS institutions There are

elevenii A geightii B five i C thieeil D amilfivei F 0 g r a dF8SandFOSschools.&he

overall grades foFBS are as followseightfi A foor i B thieefi C thieei D arifouri FO gr ade s.
The overallFCSfinal grades are as followthreeit A foari B, 0AiCbavmd one AFO0 gr ade.

FBS Grading Category Breakdowr

Communicatiod fifteenfi A foor i B andthreefi Fgvadesn this area.

Search Committée eightfi A sixf B pnefi C, O0seeemidc0 grades in this area.

Final Candidates eightii A gightfi B thieeii C, Othreef 80 gr ades in this area.
Time Framé seventeerii A thieefi B pnefl Da n d o gradesfirRhisraa.

Affirmative Actiond tenfi A five i B thieefi C, ofouminFl0 gr ades i n this area.

FCS Grading Category Breakdown

Communicatiod five i Adfourfi B, 0 onefinFdrades in this area.

Search Commiée&d threefl A0f i v eanéitBo,Aid-0 grades i n this area.
Final Candidates fourfi Aooneil BBt h r e eandfw@€f O  gim thisdasea.

Time Framé sevend At wo @ mBd 0o mradedirCiiis area.

Affirmative Actiond five i A (wd i B two i (andonefi Fgrades in this area.
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OVERALL GRADING CATEGORY BREAKDOWN
The most significant findings this year of the five grading categorieS@renunication andTime
Frame. Intheseategoriesoverh al f of t he s c h o (GB8%sand@@arespedivelpn A A0 g
When grades of 0 A dallcategdriediaetoughly 9% df thecsthaots eaitnjng either
an fAAO0 orregarBléss of divissidn&@he Search Committeecomponentyhen looked at in
relation to the final gradeeplicates data consistent with the previous report for FBS scheBiS
School s who eaffimalgd aare feAd nerd feB d HMearch @mmifieAd or ABO
componenthowever, this was not ttease for FCS school$he 2 searches had a reported totaP00
individuals participating in a voting capacity on the search committee. Of208g&dividuals,55 were
racial minorities 28%). This isa slight decrease from the previous report (30%)veverthis remains
consistent withan increase fromrevious data trends the study(25% in 200506 to 24% in2006-07).
Our findings continue to support previous research that for each person of color on the search committee,
the number of racial mimity candidates interviewed increases by less than half a pe@Spnegardless
of division (Harrison & Yee, 2007).

HIGHLIGHTS OF PAST SIX YEARS (200320M)
The studies of the pasix years show the remarkable turnove=&8S and FC®ead football coads In
the sixyears of the BCA HRQGhere have beem total 0f180 vacanciest 238 schools grade(75%).
There have been a total bf3vacancies out df34 FBS schoolsgraded 85%). There have been a total
of 71vacancies out df11 FCSschools gradedb%). Army, Central Connecticut Stat€entral
Michigan,Elon, Fordham, Georgia Southern, IdaRae, Southern Utah Universitygtanford University,
Stephen F. Austin, Texas State UWsrsity, The CitadelUniversity of Cincinnati University of Idaho
University of San DiegdSan Diego State Universitigwa State, University of Miami Ohio, New
Mexico State, Mississippi State, Eastern Michigan Univeraity, Virginia Military Institutehave been
graded twice.
Currently there arenine (7.5%) coaches of color &BS schoolsand seven(7.1%) coaches of color at
FCS schools.

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

Name Institution Division | RacéEthnicity
Mario Cristobal Florida International FBS Latino/LatincAmerican
University
Ron English Eastern Michigan FBS Black/AfricanrAmerican
Turner Gill University of Buffalo FBS Black/AfricanrAmerican
Mike Haywood Miami-Ohio FBS Black/AfricanrAmerican
Mike Locksley University of New Mexico | FBS Black/AfricanrAmerican
Ken Niumatalolo U.S. Naval Academy FBS Polynesian American
Randy Shannon University of Miami (FL) FBS Black/AfricanrAmerican
Kevin Sumlin University of Houston FBS Black/AfricanrAmerican
DeWayne Walker | New Mexico State FBS Black/AfricanrAmerican
Stacy Adams Valparaiso FCS Black/AfricanrAmerican
Mike London University of Richmond FCS Black/AfricanrAmerican
Trent Miles Indiana State FCS Black/AfricarrAmerican
Tony Samuel Southeast Missouri State | FCS Black/AfricanrAmerican
University
Jerome Souers Northern Arizona FCS American Indian/Native American
Tom Williams Yale FCS Black/AfricanrAmerican
Norries Wilson Columbia FCS Black/AfricanAmerican

Source: NCAA Office of Diversity and Inclusion, ©2009
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When looking at the pastx years of the study, the following snapshot is painted.average, a school

earned a ACO d@years Ehe highestrperdertages pfachdols, regardiedsision, earn

anfAo grade However, this represents on§2j 30% of the sample, which is well below ha#fut, when

combined with the amount of schools who earm@B06 f i n aB50) (26%),avkrehalf(102) (60%) of

t he school s ebaronre di Beoi tghreard/easto offitAoschuots eassned lgss thalf a

ACO0 grade which is below par i n 2002008, 2006, 2007r oact i v
and 2008or a description of what par is).

When different grading components &ken into consideration, the following findings makesixe

years of the reports clearefhe average number of minority candidates provided with ecaorpus

interview in all four years, regardless of division, w&¥1las compared to &7 for white @ndidates.

The average number of total candidates, regardless of racial/ethnic composition, provided with an on

campus interview was &b. This means that the average grade f
grade (on averadg®% of the candidates tierviewed were minorities). The average number of total

search committee members vEas3 and the average number of minority search committee members was

15 This means that the average grade fofonthe Searc
average26% of the search committee members were minoritieg) findings indicate that for each

person of color on the search committee, the number of racial minority candidates interviewed increases

over the three year span i 8regardless of division (sidfitant at the .001 level, sig.=.001).

For more information, past reviews of the literature and theoretical framework analyses for the Hiring
Report Cards, Year2004, 2005, 2006, 200and 200&lease go tavww.bcasports.organd see
appendix.
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Table 2: Final Grades by School and Division Chart for 2009, Report #6
NOTE: Grades are listed alphabetically in terms of the institutions for FBS and FCS combined.

Final Grades for All Schoolsby Division Affiliation
School Name Division Affiliation Final Grade
Army FBS A
Auburn University FBS D
Ball State FBS F
Boston College FBS B
Bowling Green State University FBS B
California PolyechnicStateUniversity San
Luis Obispo FCS A
Clemsam University FBS C
Eastern Michigan University FBS A
lllinois State University FCS B
lowa State FBS A
Kansas State FBS F
Miami University of Ohid FBS A
Mississippi State FBS D
New Mexico State University FBS A
Northwestern (LA) State University FCS C
Presbyterian College FCS F
Purdue University FBS D
San Diego State University FBS A
Syracuse University FBS A
Towson University FCS C
University of Massachusetts FCS B
University of New Mexict FBS A
University of Oregon FBS F
University ofRhode Island FCS B
University of Tennessee FBS B
University of Tennesse€hattanooga FCS B
University of Toledo FBS B
University ofWashington FBS B
University of Wyoming FBS F
University of TexasSan Antonio FCS A
Utah State University FBS C
Yale University* FCS A
**|ndicates the school hired a nawvhite coach of color

Source: Paul Robeson Research Center for Academic and Athletic Prowe&© 200

Final Grades For All Schools By Division

A B C D F
FBS 8 4 3 3 4
FCS 3 4 2 0 1
Total 11 8 5 3 5

Source: Paul Robeson Research Center for Academic and Athletic Prowe$© 200
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BACKGROUND AND CONTEXT OF COACHING MOBILITY PATTERNS

Gaining access to head coaching positions is similar to positive career mobility patterns and
networks in other corpomtexecutive positions in Amerigait is as muctwho you know and who knows
youas compared to what you kng®utton, 2007). Coaching mobility networks or ties are related to what
is known as the internal mobility careers avenue. Some evidence indicaessfulamoaches function as
key links in networks that generate other successful coaches (Brooks,R@@iflpal step for (non
white) assistant coaches isdttach themselves as individuals (i.e. seeds) and evenealyne
coordinatordi.e. branchesand eventually become a head coach (i.e. t{seg)Figures 1 and.2)nce
this process matures, individuale able toetwork with coaching leaders that can get tloenthe right
fihiring trees) which will enablethem to compete for head coaching veges.

The Pipeline: Old and NewHiring Trees and a Multicultural Approach
FIGURE 1: THE BILL WALSH HIRING TREE (BASED ON PAST HEAD COACHING POSITIONS)

STEM AND BRANCH SYSTEM

BILL WALSH
FOURTEEN OF THIRTY-ONE HEAD NFL COACHES
TRACE ROOTS TO WALSH
- Bill Walsh Bruce Coslet
Dennis Green < A 2
Minnesota San Francisco Cincinnati
Tony Dungy Brian Billick
Tampa Bay Baltimore
Mike Ray Rhodes George
Holmgren Green Bay Seifert
Seattle Carolina
Steve o
Marricei ; Dick J ke Jeff Fisher
Andy Reid ICK Jauron Jon Gruden Peter Carroll sh h
San . ; i annahan
Fréscoco Philadelphia Chicago Oakland New England DaraR Tennessee

Source: Brooks ©2002.
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The hiring tree diagrams of thete Bill Walsh andormerNFL head coach Tony Dungy are important

shapshots of what all concerned with this topic should note. Analyzing the presence of hiring trees in the
coaching culture of collegiate and professional sports coupled with the emesgEncei new t r ees o i
landscape is critical. This is because new trees emerging will perpetuate diversity in ways that research

and activism are limiteth impact It should be noted that hiring trees that organizationally depict the top

figures need to bbeoth white and nomvhite as access to leadership opportunities are not limited to

minorities giving minorities opportunitiésbut majority populations embracing talent and diversity.

FIGURE 2: THE TONY DUNGY HIRING TREE

Tony Dungy
Indianapolis Colts
FormerHead Coach

Lovie Smith Herman Edwards Mike Tomlin
Chicago Bears Kansas City Chiefand Pittsburdn Steelers
Head Coach New York Jets Head Coach

FormerHead Coach

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

Table 3: 2008 Season EthnicCompositionsof FBS Division Offensive and Defensive Coordinators

Race/Ethnicity Number ApproximatePacentage
White 212 88
African-American 24 10
Latinos 2 0.8
Asians 3 1.2
Total 241 100

Source: Institute for Diversity anfthics in Sport ©2008
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METHODOLOGY

Data Collection

Forthisy ear 6s report, the research team at the RotlL

November 2008 through November 2009 from each predominately white FBS and FCS institution that
filled a head football coaching positiofloyd Keith, the Executive Déctor of the BCA, sent a standard
package each time there was a documented head football coach opening. He contacted the athletic
director and president at each of the individual institutions with an official iett&mailto inform them

that principainvestigator, Dr. C. Keith Harrison from the Paul Robeson Research Center for Academic
and Athletic Prowess, would evaluate them on five criteria (see Ryutdarrison then sent out a
follow-up letter that lists the evaluation content and criteftaus, all institutions knew what they would

be evaluated on and specifically by what criteria. Schoolaited, faxed, or mailed in their information

to the Robeson Center. This year there were a tofaleofi F 0 g Mveodfehssefour schools refued

to participate which equals an automatic F grattevever, in the last two years of the report card only
two institutions havereceived an automatic F grade.

Before the final data analysis was completed, a confirmation letter was sent to eachTéehool.
confirmation letter listed the data that was already collected, and was sent to confirm accuracy and
verificationpurposes Each school had the opportunity to make necessary corrections to the data the
researchers compiled. The signature of botlpthsident of the university and the athletic director were
required on the confirmation letter. Schools were giveneaveek time frame to either make changes or
confirm the accuracy of the datkourteerof the 2 schools responded to confirm theiraat

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

position. Although a successor is named, the assignmesitlier final norofficial and may change.
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Respondents

There were a total d2 schools that participated in the stud§ll but two of the 3Zchools
submitted data except for two, abdsed on the policy of the BCA Task Faritet not to participate is to
participate. Schools were divided into those frahe FBSdivision andthose from the FCS division
There wer&2 FBS schoolsandten FCSschools. Tabl@ lists the institutions included in this study
categorized by divisional affiliation. AB2 schools wergraded and evaluated.
Measurements

Each school was graded on five categories or compor@osmunication, Hiring/Search
Committee, Candidates Interviewed, Reasonable TimendAffirmative Action . Each school was
asked spdfic questions for each of the five categories. Each category has a numerical score that was
converted into a letter grade for presentation purposes. Each numerical score is used in the computation
of the final grade (seleigure 3. Schools who hired agach of color received a two point bonus to their
final score’
Communication

Each school is measured on the number of communications with the Executive Director of the

BCA and/or the Chair of the Minority Opportunity Inésts Committee (MOIQ)f the NCAA If an

institution has two or more communications, they
AiB, o and no communications results in a AF. o Onc
numercal score, which correspondss f ol | ows : A Aaon=df ofiuF O, = zfieBroo=.t h rTehee, s e

scores are used to compute the final grade.
Hiring/Search Committee

The Hiring/Search Committéeneasurement consisif two components. The first component is
the number of people of color on the search committee. The second component is the total number of

members of the hiring/search committee. The number of people of color is divided by the total number of

! This bons affected the final grade of one qualifying school by approximately one letter grade.
2 Some institutions called their search committee advisory boards.
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members othe search committee. That ratio is converted into a percentage by multiplying it by 100.

After the percentage of people of color on the search committee is determined, it is then converted into a

letter gradehatadheres to the following gradingscale A A6 = 30 percent or above |
search commi2i9t pe;r cieBda = p2® pll9 poefr cceonlto rp;e ofipd de= 100f c o |
percent or less people of color on the search committee. Once the letter grade is determined, it is coded

int o a numerical scor e, which corresponds as follo

These numerical scores are used to compute the final grade.

Candidates Interviewed

The Candidates Interviewed cgtey is measured similarly to the way the Hiring/Search
Committee is measured. The number of candidates of color earning on campus interviews were recorded.
This total is divided by the total number of candidates, yielding a ratio of candidates whopeegbe
color to total candidates with on campus interviews. After the percentage of people of color in the
candidate pool is determined, it is then converted into a letter tratbelheres to the following grading
scale: AAO0= 30 pleecefntc @lromoirm® toli-29 percem dof ped@etoe p ool ;
color;-18Cpefibent of people of color; AFO= nine pe
candidate pool. Once the letter grade was determined, it was coded into a numericahsdore,
corresponds as foll ows: AnAO=f our , AfBo=t hr ee, iCo=
Reasonable Time

The duration of the search and hiring process is recorded and graded. This measurement is made

objective by examining previgyoatterns of hebhcoaching hiring decision tinfeames by experts in the

hiring process of head football <coaches. The gra
t wo weeks or |l onger to make a fifnale decgissi dirD0 =i B o
three days, and AF0=one day or | ess to make a dec

process, more potential applicants become aware of the open position and the search committee has the
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chance to seek out additionalntlidates. Thus, a longer hiring process can help to ensure that the most
gualified candidates are able to apply, which is why longer time frames earned higher grades.
Affirmative Action

The affirmative action hirig policies and procedures for each institution were requested.
Researchers critically evaluate the level of documentation of affirmative action hiring policies and
procedures the institution has. Since the evaluation of the policies and procedureseisdgukmouble
blind evaluations are conducted to ensure accuracy and prevent biases. Each institetianleten
grade for theidocumentedompliance with the affirmative action policies and procedures basee@ on th
foll owing gr aighi wgdetcail kedfilAéwvel of documented po
than standard statement documenting the policies
policies and procedures document that said the institution does not discrimifiate= a s omewhat
detailed documentation of the policies and proced

procedures at all.

Final Grades

Once the letter grade is determined for each institution, it is then ¢tedweto a numerical score
based on the f folr] oiirésy Lo a=|ied® =ARAFOG==z er 0. These nu
scores are used to compute the final grade. The final grade is computed by summing all of the numerical
scores for each of the fivategories. The higher the numerical score (a total of 20 final numerical score
points was possible), the better the letter grade. Once the final numerical score is calculated, it is
converted into a |letter gr ade= R2aTfihatpoifsi;n afl Bldgrlaédi n g

final pd4inst sf;i nflaQo p-aBnftsnafiDpei hRs; AFO0O= 11 or | es
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Figure 3: Research Design Diagram for the Hiring Report Card

Number of —
communications A=2 Com_mu_nlcatlons; B=1

with BCA and/or Communication; F=0 Comm.
MOIC regarding A=4 points, B=3 points, F=0 points
candidates of

color

A=30% or higher, B= 229%,
Number of people C=1019%, F=below 9%

of color on hiring : _
committee/ Total A=4 points, B=3 points, C=2

number of people points, F=0 points _

involved in hiring Final Grade

process Point Totals
A=30% or higher, B=229%, A=18-20,

Number of C=1019%, F=9% or below B=1617,

candidates of color .

: _ o - C-14-15,
provided with an A=4, B_—3 points; C=2 points; D=12-13,
official interview/ F=0 points F=11 or less
Total number of

official interviews

A=Over 2 weeks, B=A43 days,

C=4-5 days, D=23 days, F=1 day

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

Reasonable time
frame for search
and hiring process

A=Completely, B=Matly,
C=Halfway, D=Somewhat,
F=Not at all

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

Adherence to
l nstituti
Affirmative Action
Hiring Policies

VARVIR VIRV

BONUS: For schools that hired a coach of color, awo-point
bonus will be added into the ihal grade point total.

© BCA with researchanalysis and assessment by the Robeson Research Center, 2004, 2005, 2006,
2007, 2008, and 2009

24



FINDINGS AND RESULTS

Table 4: Final Grades for All Schools by Division for 2009, Year #6

A B C D F
FBS Division 8 4 3 3 4
FCS Division 3 4 2 0 1
Total 11 8 5 3 5

Source: Paul Robeson Research Center for Anad and Athletic Prowess, ©2009

When the divisions are compared (see TdhlEBS and FCSchoolshad a similar distribution
of grades this year, which has not typically occurred in the &% and=CS school®iadroughly 38%
and36of school s t hatr respectivelye d Vilhne M Aldo ogkriandge at gr ades
has aslightly higher percentage of their schoolsttfal into this category{0% for FCS and 8% for
FBS). Howeverroughlya third (2%) of FBS schools earned a grade of
FCS schoolsl0%). However, it should be noted that thereremore head coach openingis-BS
schoolgthan theravere atFCSschools

Schools with an AAO0

Elevenout of 32 total schools34%) e ar ned a n Efgiadf thdsé schedls wgkBS d e .
institutionsandthreewereFCSinstitutions Of t hose who earned an AAO0O as a
had grades of an AAO0 i /). lake lastyedrCommumicatoaSeamahor i es ( s e
CommitteeandTime Framewere grading categories where institutigeserallyearre d ei t her an 0/
i Bo g Tinedame and Communication d@he onlycategories o0 have all #AAO0 gr ades
exception obnefi B 0  dnreacl aategoryAffirmative Action wasthe only grading component that
hadgradeghat were eithr on par or below par.

An overall AAO0O indicates that the institution
including peopl e of c ddsoiptionwriteda. lis@asgible fohad inssitatibne ol s 6 |

to achieve a perfestcore, which is what an institution should strive to achieWestern Carolina
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University, Georgia State Universitlichigan State University, and Stanford Univerdigve done in
previous years. This yeanly two institutions (6%)earned a perfect sa Miami University of Ohio and
New Mexico State UniversityThisis asteadydeclinefrom thethree (9.6%) institutions that earnad
perfect scordast year and thiour (11%) institutions that earned a perfect stbhepreviousyear Each

of these shools will receive a certificate to congratulate them on their commitment to diversity.

Table 5: Grading Breakdown for A0 Schools

Time Search  Affirmative
Division School Frame Communication Candidates Committee Action
FBS Army A A A B A
Eastern Michigan
FBS University* A A A B B
FBS lowa State B A B A A
Miami University of
FBS Ohio* A A A A A
New Mexico State
FBS University A A A A A
San Diego State
FBS University A A B B A
FBS Syracuse University A A A A C
University of New
FBS Mexico** A A A A F
California Polyechnic
State University aBan
FCS Luis Obispo A B A B A
University of Texas at
FCS San Antonio A A C A B
FCS Yale University* A A B B A
* Indicates a coach of color hire. thniversity ofNew Mexicotechnicallye ar ned a fABO0 grade, but due to the bonu

Source: Paul Robeson Research Center fordandc and Athletic Prowes©2009

Schools witha @ B
Eightout ofthe32 schoolsearneda B0 as a f i ma.l Arardedd sefe a amB

that the institution couldnhancesome aspects of the hiring process, but they are actigeking
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improvementgo demonstrate support of racial diversitvhighr an ki ng | eader ship posif
schools havslightly more diverse grades in all of the categoridgere was a morequal distribution of

grades for these schools in the Candidates grademmDnication Affirmative Action,and Time Frame

had the highesiverall grades on average, and equmbunso f A A0 gr a8dneachdfthe out of

three categorie$2%) ; this trend is consistent with what 1is

Table 6: Grading Category Breakdown for "B" Schools

Search Affirmative
Division School Time Frame Communication Candidates Committee Action
FBS Boston College B A B B A
Bowling Green
FBS State University A A A C A
University of
FBS Toledo A A B C B
University of
FBS Washington A B C A A
Illinois State
FCS University A A C B A
University of
FCS Massachusetts B A A B C
University of
Tennessee
FCS Chattanooga A B C A B
University of
FCS Rhode Island C B A B A
Source: Paul Robeson Research Center for Academic and Athletic Pr@26€s,
Schools with a nACo, Do, or i Fo
Twelveof the32 total schools38%) ear ned oa @MELO0 aDtde f7)inal gr a

Of these, onlfives chool s earned a AC, 0 which represents mai
hi gher education, a AC0O grade signified average a

diversity,agr ade of ACO indicates that Qorsistentwitsldst t uti on i
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y ear 6s HeiSeedh Comgnitee grading componentwtahre ar eas where the ACO
the most improvementOf t he 6B sahoedgamd@eFin the Search Co
component; howevemany of thf C0 s chool s e artme€ine Feameadiegody. Also,ade i n

the Communicatiorgrading componergenerallyhas highegradeghan the othethreecategories

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

Time Search Affirmative Final

Division School Frame Communication Candidate Committee Action Grade
FBS Clemson University A A B F B C
FBS University of Tennesser A B C B B C
FBS Utah State University A A B F A C

Northwestern Louisiane

FCS State University A B F A A C
FCS Towson University A A A F C C
FBS Auburn University B A B B F D
FBS Mississippi State A A C F B D
FBS Purdue University A F B A A D
FBS Ball State D B F F C F
FBS Kansas State A F F F B F
FBS University of Oregon F F F F F F
FBS University of Wyoming A B A F F F
FCS Presbyterian College B F F F F F

Source: Paul Robeson Research Center for Academic and Athletic Pr@&26€8,

Threeschool s ear nfke di @20 Adroa e aidredi cat es t hat schooc
The Time Frame grading category has the highest average grades consistinglofymain A6 gr ades.
other categories vary in grade distributidhus, it appears that schools may do well in a couple of
categories, however the grades are based on cumulative totals and thus institutions can improve their final

grade by consistently adting to and implementing equitable hiring practices.
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Fveschool s earned an fwostitgtioremeleer. ne d hdrs Y@ rgr adchd
submitting their informationThis is a significant change from previous years in the facathaistall
schools are now participating. Thus, although th
failing grade, they still submitted their information which is commendable.

DISCUSSION

The major question is howelgrades should be interpreted frB@A HRC #6 (200809). On a
positive note, thepercentage ofi A0 g r a d e2609BCA HRCafe @Gh&econchighest in fiveyears
of analyzing the hehcoaching vacancigg5% for 20082009 as compared to 45% in 2608 report #2)
This is positive because prior to BCA HRC #1 (2033, there was no systematic process to follow or
annual grades with regards to football head coaching posikarthiermore, all of the schoolsith the
exception of twosubmitted their iformation. This can be used as an indicatordtiabols are
respectingandarecogent of the proces€onverselyfi F 0  gfor BBSarsd FCS institutions continue to
occur. This juxtaposition of success and failure has implications for how this isstieussto be
examined in terms of theory and practiteis important to note that the majority of the schools earned
either an AAO0O or fAiBo grade in each of the categor
Frame, Communication, and Affirma& Action, which is consistent with previous report findings and
suggests a data trend.

Although schools are earning higher grades, there are still schools who earn lower grades which
typically occurwhen they earn lower marks in the Candidates and Is€mamittee grading
components.Similar to previous reportshis trendraises another important thought: Are schools
foll owing the process to achieve high grades whil
position from the beginnirgylf the answer tohis questioris yes then the lack of ethnic minority hires
should in no way be perceivad meaningthat c hool s have high grades and s
Afgual i fiedod coaches of color. | f t lbefolonedawkr i s no
higher education and sport management should see pgrésrms of ethnic minority hiréecoming

the final outcome of the process.
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When compared to other theoretical and empirical studies that examine diversity and equity in
hiring practices, the issue of the lack of diversity on search committees and the flexibility of affirmative
action policies are consistent with other scholarship that examines racial and ethnic discrimination
(Bonilla-Silva & Forman, 2000; Feagin, 2000; Schumaegeth & Bobo, 1985). In fact, this pattern of
research connects to commonalities between Title IX and Title VIl as buffers against institutional
discrimination. For example, Huffman & Torres (2002) foundnempirical studyt h atté siinot onl vy
O0who nyoowué kt hat mat t ecrosnt aCeetnsd,e ra n dhajthesbvenblidualdy o ual ity
the respondentdéds job |l eads is a product ®f his or
(2004, p. 793). A's b oirig hesetrbhaveuld greatlysbenefit fooim datas st at e,
collection that addresses the wadtated networks of racial and ethnic minorities. This would allow one
to investigate whether status value beliefs about
(Huffman & Torres, 2004, p. 810).

The purpose of grades in the Hiring Report Gaadh yeais to have an objective measurement
that quantifies the five major categories that are used in hiring practices. Through systematic evaluation
of institutions ofAmerican higher education and their athletic departments, various leaders of diversity
based organizationsuch as th8CA, hope to increase the public awareness of the limited opportunities
to coaches of color based on objectivity, not subjectivitgthdsBCA HRC making a difference in terms
of diversity and awareness on the topi Spoasf equit a
Reporters (2006jiscussed the Title VIl implications by the BCA in the context of comparing the dearth
of nonwhite coaches t8rownvs.Topeka, Kansas in 19%hd the integration of public schools in
America. Applying this case to college athletics means that people of color are still waiting to completely
integrate the sacred head coaching postidnheFBS and=CS levels

Al'l with an interest in this topic should take
analysis of hiring practices in America:

Setting qualifications for a position is not an exercise in arbitrariness. Rather, it is an exercise in

discretion, which operates against a background of considerable uncertainty as to what constitutes
the correct standards and how best to apply those standards in the practice of searching,

30



identifying, and assessing qualified candidates. Preferentiagigoes beyond considering the
gualifications of applicants. It takes into account something other than the ability of individual
candidates to do a particular job well. It considers color, gender, class, family connection, or
some other characteristic tha not strictly speaking a qualification for the job (1996, p. 122).
Based on the data in the present study, in add
makers consider color, gender, class, family connection and other characteristicaajbigty (white) or
minority (people of color) are hireThe true meaning of social network theory is best demonstrated
through collegiate hiring trees mentioned earlier in this report. The foundation of the hiring tree concept
i s At he wa pleareronnebtted thiougp varous social familiarities ranging from casual
acquaintance to cl ose f amiadwitmadlumm gresslire,dhe fadtbr(d) of & Dun
how comfortable decision makers are with the head coach is most significargaatydimpossible to
guantify.Even more challenging is to cultivate an atmosphere wdikagiministrators are honest and
forthright that certain candidates based on race, skin color and gender make them feel more or less
comfortable The realityis thatwe have made some progress, but we continue todéweg way to go.
Social Network Theory and Title VII: A Legal and Social Perspective
Social network theory isafined as cultural and social relationships operating in terms of nodes
and ties. Hence, a social network is a map of all the relevant ties between the nodes being studied. In
terms of the coaching culture, informal networks are a natural part of mqiaitigrns of individuals
seeking to ascend in the coaching profession (Brooks, 2002). This social network creates what is known
as 0hi o(@Bnoaks, 2002k vehish are an intricate part of the coaching profession and have
historically benefited majoritjwhite) access versus minority (people of color) opportunities (Brooks,
2002)Whi |l e some minorities are fAplayerso in the maj
grounded in legal policies in American society. Thetsection examines legislatithat may continue
to illuminate how gender and race intersect with regards to policy and access to open participation.
Title VII

One of the most important breakthroughs in equal employment opportunities was Tatfehél|

Civil Rights Actof 1964 While this was the single most important law to federally mandate against
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discrimination in employment, sex discrimination was not originally intended to be covered by this law
until Congresswoman Martha Griffiths proposed ameadment to include it. President Lyndon Johnson
singed the executive order to include sex discrim
illegal for an employer to discriminate against individuals on the basis of their race, sex, atidmal
or religion, unless it is a necessaryp®Whiftan 6bona f
individual feels that he or she has been discriminated against, then a claim with the Equal Employment
Opportunity Commission (EEOC) must kiled andthe EEOCQwill determine the appropriate action
(Baez, 2002).

There are two main components of Title VII claims: dispana@atment and disparatepact.
Disparatétreatment refers to individuals who allege that they were treated less d¢haaltheir fellow
employees on account of their race, national origin, sex, or religion. This type of claim must demonstrate
intent. Disparatémpact is a claim in which an individual alleges that an employment policy, practice, or
criterion creates a neti@e impact on the classes of people whom are protected by Title VII. This type of
claim requires fithe showing that the employment p
class of indi vi dtsteppsocessdonlitigatiothacwa® creatadyltlae StpremeCGourt
(Baez, 2002. fal3). The first step is to establish a prima facie case, which means that individuals must
construct an implication of discrimination by demonstrating four components: membership of the types of
classessought and possessed the appropriate qualifications for the job or benefit; they did not receive any
benefit; and the employer gave the job or benefit to similarly qualified employees or job applicants. Once
the prima facie has been established, the secoe t ep i s f or t he employer to c
business reasono for the decisi on. Finall vy, it i s
reason expressed by the employer was actually a pretext for discrimination (Baez, 2002).

In 1972, educational institutions were included in and covered by Title VIl (Cooper, Kane &
Gisselquist, 2001). Since then, educational institutions have a duty to make certain that their hiring
practices are compliant with the availability of women amiorities in the labor populations from which

their employees are selected (Busenberg & Smith, 1997). A critical analysis of the effects of Title VII
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show that predominately white women in higher education are the ones whom are benefiting from its
implementation (Cooper et. al.., 2001). Women of color in higher educational administration have been
painted a bleak picture. According to Busenberg & Smith (1997), being a woman and a minority member
is a double jeopardy for those who are seeking to hasesercin academia. Although Busenberg &
Smithdés (1997) research was applied to presidents
directors, athletic departments and studshtetes are also part of higher education administration and
organizational culture.
SuccessioTrend: Naming the AiHead Coach in Waitingd
In light of Title VI, another issue that continues to plaque college athletics departments is the
diversity in hiring practices. Oregon was one of the states to respond tauhefissinority hiring in
athletic departmentsOregonHouse Bill 3118nadeOregon the first state in the nation to require
universities to interview qualified minority candidates for head coach or athletic director positions
(Oregon Live, ghsordlyblacktdeges land dniversities, only 3.9 percent of the 582
football programs in Division I, I, and |11 have
Bi |l |l is based on the NFL ARooney latkuTheemainideaher e si x
behind the Oregon legislation is to open people up in the long and to increase diversity (ESPN, 2009).
Furthermore, of the 12BBS programs there are only seven that have black coadbes of
which are Mi ami OfFNOWi ési Mo k8t agwe obDeWayne Wal ki
Locksl ey and Eastern Michi gan érethnitonimorittcoaghes were . Unf o
hired at the BCS colleges last year (ESPN, 2009).
The State 0Oregon not only took the lead in sugltontroversial issue but also broke barriers
that many said could never have been broken. However, one critical question remains, will other states
follow suit by adopting similar new practices or will they continue to follow the old ways? All it talees i

few more states to follow through and the impact nationally would be extensive.
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House Bill 3118 &s summarized by activist 8aSachs wi t h t hi s section dedi cat
memory).

Oregon House Bill 3118 was born out of frustration. It was baotrof my personal frustration in
a system that continually overlooks qualified minority candidates in the hiring process for head coaching
positions in college sports across the country. It seems disingenuous to imply that my frustration in some
way hasnore meaning than that of the countless minority studté¢tes and coaches that the Oregon
legislation impacts. In fact, my frustration does not have such a meaning; it is simply what motivated me
to act. My father oncethelpgr omelemYou woe &i¢hpgar p
believe House Bill 3118 is and will be the catalyst towards finding a solution in the hiring practices that
have for too long ignored qualified minority candidates for college head coaching positions.

lamaf i rm bel i ever that there is no Alo in team.
The idea may have started with me, but unbeknownst to me, Floyd Keith of The Black Coaches &
Administrators (BCA), Dr. Richard Lapchick, and many othershad aljgalys e d t he i dea of a
Ruleo in the hiring of college coaches. | discove
and finding all the evidence we would need to push House Bill 3118 farixgedided to push for a Bill
inOregoncollge sports that would mirror that of #AThe RO

and require minority interviewing for head coaching positions.

The Process of Getting House Bill 3118 Passed: How It Began

It is my understanding that most legislativesiens decide on their business.( proposals and
Bills to consider) prior to the start of a particular session or before January of each year. So when | called
my Representative, Mitch Greenlick, in early January 2009, | had no expectations of rbanHetg
alone him agreeing to sponsor the Bill, until he answered the phone. We talked for about 30 minutes and |
rattled off statistics from the BCA Hiring Report Card. When we finished that phone call, he said he
would casponsor the Bill. He told me @all my Senator, Suzanne Bonamici, and ask her-gpoasor
the Bill. Senator Bonamici found time in her busy schedule to meet with me and also agreed to co

sponsor the Bill. In all honesty | never thought | would get the Bill sponsored, let alonedisgaonsors.
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By the time it had its first reading, Representatives Buckley, Read and Shields also signed on. My game
plan from the start was to keep the Bill alive as long as possible and to keep people talking. | guess in a
way itbés | i ke Yaungyoutsaqdgivetit ewergthing poll lsave, play hard and play smart
and when the game is over you can feel satisfied that you left it all on the field regardless of the ultimate
outcome.

House Bill 3118 was assigned to The House Education Committéad téid a public hearing
in April 2009. This would be the first opportunity for me to state my case and for others to speak out
against the Bill, but no one ever spoke out against the Bill. Prior to me testifying, | reached out to each
member of the Hougeducation Committee. | met or spoke with each of them, even though | was advised
not to spend too much time and energy on certain legislators. | felt that if | was trying to push a Bill that
requires inclusiveness and acceptance, then there was no waidlleave anyone out of the
conversation. | wanted to hear from everyone. This strategy turned out to be beneficial to the passing of
the Bill. From these conversations, Representatiywv
minority to the Bill sathere would be no question that these were legitimate interviews and qualified
candidates. Representative Thatcher asked me extremely tough questions and helped prepare me for what
lay ahead.

On April 29", 2009, the House Education Committee voted unemsty to send House Bill 3118
to the House Floor for a vote. Instead of sending the Bill in its original form which required each school
to Al nterview one or more minority candidates whe
Committee amereld t he Bill and added fAAll head coaching p
positionsodo and also added the word figualified. o |
just get a Afirst down, pgletedan®ard run orftite gofabead scoregThd i k e
work had paid off and | was proud to sit there and watch the Representatives take on this Bill as if it were
their own and try to make it even better.

House Bill 3118 passed the House Floor votel ¥@th Representative Maurer giving an

impassioned speech in support of the Bill.
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The Final Step in the Process: The Senate

House Bill 3118 was assigned to TBenateEducation Committee on May #,22009 and would
sit there for what seemed to be an eternityelfer felt that the Bill was going to die this was it. | had
heard rumors and rumblings that the Bill woul dnot
work, partly because | was so motivated and partly because | truly believe in peoplat éingitan the
chance people will do the right thing. Again, | reached out to the legislators and met with almost all of
them. One of the biggest supporters and probably an unsung hero in House Bill 3118 staying alive and
pushing forward was Senator Mdtlass. Senator Hass initially was not in favor of the Bill, but rather
than dismiss it, he took the time to research it and talk to coaches. In my opinion, what he found from
talking to coaches like Ernie Kent of The University of Oregon and others wdsethatl the opportunity
to look at the issue from a different set of eyes and realize that this Bill is necessary and important. In the
end Senator Hass became one of House Bill 31186s
| was confidenthis Bill would pass. Senator Hass even went as far as going on Oregon Public
Broadcasting show with me to talk in support of the Bill.

On June 19, 2009 | traveled to Salem, Oregon from Portland, Oregon for what must have been
the 50" time over the pripfive months. House Bill 3118 was set for a vote on the Senate Floor. It had
been scheduled two days before, but kept getting pushed back due to other Bills. | had taken time off from
work and knew | coul dné6t t ak ethewote 2o happroached\Senatdr f . [
Margret Cater who was carrying the Bill to The Senate Floor and Senator Suzanne Bonamici. | asked
them if they could request a vote that day. They did, and President Peter Courtney and Senator Richard
Devlin moved the Bilup for a vote.

On June 19, 2009 | witnessed history as Oregon became the first and only state in the country to
pass a Bill requiring the interviewing of qualified minority candidates in college head coaching and
athletic director positions. Senatoast and Senator Carter both gave powerful speeches in support and
the Bill passed 20 . I't was signed into |l aw by Governor Kulo

prouder to be an Oregonian than | was on that day.
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When this journey began in JanuardQ0I felt as though it was up to me and me alone to push
the Bill forward. As time went on the Bill took on a life of its own and gained more supporters and
advocates then | ever imagined. That is the real story of House Bill 3118; it is less abogivere the
Bill and more about people doing the right thing, about legislators taking the time and looking at the issue
and making a fair and honest decision. It would have been easier to kill House Bill 3118 at any point
along the way, but insteaditwagpkée al i ve. So many people had a hand
in awe of the openness and professionalism in which our state legislators conduct business.
| would like to thank Mitch Greenlick and staff, Senator Suzanne Bonamici and staff, Senator
Mark Hass and staff, Senator Margret Carter and staff, Tom Powers, Mike Belloti, Mike Riley, Ernie
Kent, Senator Avel Louise Gordly, Hiram Sachs, Judy Fiestal, Stuart and Holly Rosenblum, Josh Hill,
Kresha Lhotka, Dalton Miller Jones, Darrell Millner, Regentative Thatcher, Representative Sprenger,
Senator Frank Morse, Representative Maurer, Senator Jackie Winters and staff, Bob DeCarolis, Lavonda
Wagner, Jim Caldwell, Craig Robinson, Torre Chisholm, Tyler Geving, and of course Floyd Keith and
Dr. Richad Lapchick. | want to give a special acknowledgement to reporter Rachel Bachman of The
Oregonian for keeping the people informed and reporting all sides of the issue, and Elizabeth Hovde for
your perspective. Thisismyteamhi s i s 0 T e a son [ktedlaBaveplayed arble irptler
passing of House Bill 3118.
This is just the beginning; there are still 49 states left. We must continue to push this issue
forward until the NCAA decides to make a change in the current hiring practices that affeicideunt
athletes across this beauti ful country. l'tds up t
studentathletes and we owe it to each other. Anything is possible. As | was told so many times over the
course of this journey,
Ailadso brainer. o Onward.
CONCLUSION: WHERE DO WE GO FROM HEREéI T TAKES A VI LL:¢

fiThat someone qualifies for a job should not be equated with meriting it, where merit is understood as a moral
entt | ement & Or. Amy &uttimamb . o
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fiMost of the stereotypes about African Americans in contemporary American culture follow them when they step
into leadership positions in sport. These stereotypes speak directly to beliefs about who should coaafeor ma
and/ or who shoul d wi el d s o-<Distinguisheg Prdfasdorn, Rr.&ar,Smithn d ec ono mi «

AWhen you change the pr oc eWilwe saeoeaultsvin ohelto twolyearsyNo. Buttwe o ut c
will see results over a period affew years*Cy r us Mehr i , Lawyer and pioneer witHh

The BCA HRC # continues tmbjectively showthose institutions following the process and not
following the process (Brand, 2003); those that are following the process and tappera person of
color and those thatdonatel up hiring a person of <color. Il s the
enough to create social change (probably not)? Further, will policy be the vehicle of dHatgg?has
proven that legal pdaties rarely change deep intrinsic social attitddbsat they do change ttoailture of
society on some level. What policy will it take to change the attitudes of institutions that do not feel the
need to have open searches or compete for diversity as tloeytde field with stadiums packed to watch
diverse athletic participants? The empirical findings in this report should help buttress a critical
examination of the answer to this questiora s t y e8nimitidtive(sj ahddidelines of The Division
| FBS Athletic Directors Association to address the dismal minority hiring record is a positive policy step
in the spirit of the NFL6s Rooney Rule, as report
also should encourage some of the key staketw(de. BCA, NCAA, athletic directors, institutions, and
college presidents) to work in concert to increase the diversity hiring practices in collegiate athletics.
These stakeholders atee village thatouldlead to social change.
Limitations
As with any study, there are some limitations. One limitation is the fact thaFB8lgndFCS
schools were included in this study. Likewise, the notion of token interviews must be taken into account
as a limitation. Unfortunaty, we are unable to quantify which institutions, if any, had token interviews
with minority candidates. The biggest limitation is something virtually impossible to quantify and
objectively analyzé alumni influence and pressure on the final decisiom®thtad coach hired by each

institution. This is why social network theory is an important frame and lens to gain a deeper
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understanding of diversity in terms of head coaching vacancies in college athletics and the broader
society.
Policy Recommendatiomsd Future Researclhe Di versity Progress Rate

While not explicitly indicated, white American studexthletes and white American coaches
should ato be concerned with this issue and make choices to attend institutions that promote and value
diversity, because there ar@nyof those from majority populations that do care about these issues
(Coakley, 1999). The following are ten theoretical recomragods for discussion extracted primarily
from the scholarly literature on management, equity and diversity that can easily be applied to sport in
American society that will be applied shortly to the Diversity Progress Rate (Harrison & Yee, 2007):

1) Raishg awareness, building understanding and encouraging reflection (see BCA Mission

statement; Pless & Maak, 2004).

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

3) Management concepts and principles should dleaeght (Pless & Maak, 2004; Sjar,

2005).

4) Human elations nanagement (Pless & Maak, 2004).

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

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

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

8) Tokenism, real and peeived (Joplin & Daus, 1997)

9) Participation (Joplin & Daus, 1997)

10) Overcoming inertia or tendency to not change (Joplin & Daus, 1997).

In short, the Diversity Progress Rate (DPR) should mirror the policy patterns and cultural effects

onintercollegihn e at hl eti cs that the Academic Progress

Rat

sense of urgency, systematic accountability and cultivates real social and cultural change in the academic

behaviors of all involved in college athletics. The DPR if immated in the same manner not only by

the NCAA-but first and foremost by membership institu
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of opportunities for minority head coaches. We lilitlydi scuss this more in next
especially wih the emergence of proactive leadership from one of the most influential groups in the game
of sport management and higher educatieBS athletic directors.

Future research should examine the broader scope of these issues related to equity and diversity
in coaching positions in other American schools and other higher education institutions. Investigating
high schools, community colleges and other collegiate levels such iagoDiV, Division Ill and NAIA
(National Association of Intercollegiate Athletjocan only enhance our understanding of this important
social issuelt can onlyserve America well to examine the high schools, colleges and professional levels
in Canada. These data using various theoretical models with objective and subjective nesdsam
only educate us more about the topic of diversity and coadhimgnstance, we must acknowledge that
subjective dynamics are difficult to measure. Nonetheless, researchers and scholars should continue to
examine booster and alumni networks amartimpact on college sports. Specifically, this attempt to
gualify and even correlate their influence on head coaching vacancy decisions and other hires and fires
might shed light n thpowerof these stakeholders that impact the hopes and dreamsnafiafiuals and
groups from the human race.

In the final analysis, we must analyze how far we have come in college sports in terms of
diversity. The fact remains that many of the schools must continue to improve those categories that they
either performedt t he average or status quo | evel (ACO gr
low mark by an institution within each of the five categories has impacted the final outcome in a negative
way the last three years. This is why the BCA Hiring Repart@fFBSandFCSfootball teams in
American higher education must continu&éep scoringhe hiring process and analyze the social
networks of each coach. Keeping score is the American way (Jones, 2004).

However, this score keeping must igniteeavsense of urgencyhisnewsense of urgency will
reveal a new speed of navhite coaches moving up, down and through down the pipeline and have a
chance for victory at the biggest game of all in college spdathe head coaching position. Another

outcome that could lead to a nesense of urgency is success and performance.
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As many in society know, this event had a major social impact on the national and cultural psyche
in terms of demonstrating how minority males are both capable and qualified to leadantdee biggest
sporting stage in the world. When will this event occur at the collegiate level, much like when the
performance of Sam Cunningham from USC changed the game in terms of the integration of collegiate
teams in the south (Yaeger, CunningharR&adakis, 2006)? Only time will tell, but the hiring practices
of sportbusinessnanagement in higher education is a contest that all in the United States can contribute
to not just as spectat or s ébutSocialchangtatenpoarages ci pant s
aspiring coaches to not only be know their craft as coaches but alsodevelop t hey whamowé and
knows then{Sutton, 2007)

Postscript: Some Reflections orthe Progress and Success of the Hiring Report Card

In 2003, | was blessed ergiuto have the opportunity after being invited by Floyd Keith to
present my case that the BCA Task Force Committee should trust me with the monumental task of
systematically evaluating and grading one of the most treasured leadership positions in Amgraran
education and sport managengeiiie head football coach position at FBS and FCS schools, then known
as DivisionlA and DivisiontlAA football. There were many noted leaders in attendance at the meeting,
and this was the first time | got to meet aniiact with Dr. Myles Brand. Throughout the day we
brainstormed, dialogued and constructed ideas about how to go about creating a tool that would be
objective and fair, and that encourages institutions to open up their hiring practices to a pool of diverse
candidates. Since that time | have authored six reports with the help of so many people. | remember the
first time Dr. Brand called me on my cell phone to encourage me and the Robeson Center research team
to keep up the Agood wuahiskabdatiomof themesearBn@dsigiickReated Fur t he
primarily by me and Michelle Plecha (doctoral student at the time at UCLA) based on the brainstorming
session back in 2003 was clearly inspiring to future report publications and my career as a researcher in
general. Working on the report cards has allowed me immeasurable access to so many things in higher
education, intercollegiate athletics and the mass media. The short list includes spending time with Coach

Ron Prince while at KSU; attending FCS gamesdisefbur years with Tony Samuel at Southeast
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Missouri State University; speaking in person with Coach Ron English about leadership, having Coach
Karl Dorrell (UCLA at the time) write me a note in response to me sending him a letter as we have
mutual friend from southern California (both of us were raised there); and recently watching my home
institution (UCF) knock of a ranked team the University of Houston led by Coach Kevin Sumlin.

In the final anal ysi s, it hertahesowmetyarp dgeamit.s at t h
The struggle is therefore perpetual and there are no final victories; not Jackie Robinson, not Tommy
Smith and John Carlos, not Curt Flood who challenged the reserve rule. The question is who is going to
standup and analyzeapdr oj ect a vision of those challenges to
Ethnic Sports Hall of Fame induction speech). It has been said that a picture is worth a thousand words.
To be present during the first meeting between two African Americanfbetiodll coaches in the history
of the vy League (Yale and Columbia see photo below) was an a unique experience. Columbia was
ahead most of the game before fallingZ23to Yale in a hard fought contésbut the final score was not
nearly as significant ake impact of the game. At halftime, | was interviewed by a sportswriter who

i nguired, AWhen is the BCA HRC coming out again?o

First time two African American head football coaches met in the Ivy Leagt1-00.
Photo Courtesy of Schol&aller® and C. Keith Harrison.

Lastly, to view thdJniversity ofRi c hmond Spi ders capturing the sc
championship in any sport at th@ginia institution was equally unique. | taped the entire game and

actuallyduring my speecht the Black M Summit in Akron (April, 2009) used the final minutes when
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