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ABSTRACT
DIVISION | COLLEGIATE WOMEN ATHLETIC DIRECTORS’ PEREPTIONS OF
SEXISM AND CAREER EXPERIENCES

by
Ashley L. Kies
The University of Wisconsin-Milwaukee, 2014
Under the Supervision of Nadya A. Fouad, Ph.D.
The following study investigated eight DivisionDIj collegiate women athletic
directors’ (ADs) career experiences and perceptodisexism within their careers and
athletics as a whole. Over the last century, wosiepbrts have made great strides
toward equality in athletics. Specifically, thetlésur decades have yielded notable
progress including the amendment of Title IX in 29%hich allowed women and men
equal access to federal funding for sports, as agethe creation of women'’s professional
sports leagues, increased numbers of girls and wguasicipating in athletics, increased
numbers of women’s collegiate teams, and increested of women employed in
collegiate athletics (Acosta & Carpenter, 2014)sjte these many efforts and
accomplishments, sexism and gender inequitiesrmaatio loom within the sports’
world. As a result, women and girls involved inlatlts are experiencing numerous
harmful effects regarding poor self-concept (Leap&rown, 2008), distorted body
image (Greenleaf, 2002; Krane, Choi, Baird, AingaKauer, 2004; Parsons & Betz,
2001; Steinfeldt, Zakrajsek, Bodey, Middendorf, &iin, 2013), challenges in
socioemotional adjustment (Leaper & Brown, 2008) a lack of career opportunities
(Acosta & Carpenter, 2014), to name a few. Morepother realm of college sports is no

exception to gender inequality, and is of particuléerest because it is federally funded
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vis-a-vis Title IX. Currently, only 10% of DI cokgate ADs are women, and 11.4% of
collegiate athletic departments have no women miadtration positions (Acosta &
Carpenter, 2014).

With the 43¢ anniversary of the enactment of Title IX occurrthgs year, it is
imperative to acknowledge improvements around thi@is of women in sports, but more
importantly reexamine areas that have not improgetiave in fact regressed. One of the
most important areas in need of improvement igeépeesentation of women in
leadership positions within collegiate sports adstrations. Due to the limited research
on women collegiate ADs’ perceptions of sexismtiedtics, this qualitative research
was framed as an exploratory study, and it utilizexitical feminist theory framework
and grounded theory analysis. Data was obtainednm-structured exploratory
interviews with eight current DI collegiate womeD#

Four significant concepts emerged from the datduthng Luck Over Talent,
which captured how participants attributed thegcass to luck versus talent; Ambivalent
Awareness of Sexism, which described how most@paints expressed ambivalence
around their awareness of sexism in their careetsraathletics; Prevalence of Subtle
Sexism, which encapsulated how participants ackedgdd experiencing sexism but
typically in a “subtle” fashion as opposed to ad fashion; and Overcoming Hurdles,
which related to participants describing strate§pesuccess. In addition, a visual model
based on grounded theory was proposed to furth@aiexhow DI college women ADs
might navigate sexism within their careers. Redutish this study aim to provide
direction for future research on sexism in ath&timprove the underrepresentation of

women ADs in college athletics departments andecdrelds traditionally dominated by
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men, and inform counseling psychologist’s practigth girls and women who are

involved in or interested in pursuing careers hietics.
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Chapter 1
Introduction
In May 2013, Julie Hermann was hired as the athtiitector (AD) at Rutgers
University. Few people truly understand the his@lrsignificance and monumental
implications of this hiring decision. Out of theamky 350 National Collegiate Athletic
Association (NCAA) Division | (DI) member schools. Hermann became one of only
a few dozen women ADs and one of only a few op&adigian or gay ADs. Notably, she
also became the first woman and first openly lesiB throughout Rutgers University’s
long athletic history and robust sports legacy getg and Princeton are credited as
playing the first official intercollegiate footbathatch in 1869 (“The First Intercollegiate
Game,” 2014; Zirin, 2008). Further, Rutgers Uniugrqualifies as a Football Bowl
Subdivision (FBS), formerly known as Division I-&hich is acclaimed as the most elite
and competitive collegiate athletic status. Rutdgémssersity’s FBS divisional status is
especially noteworthy because Division | subdivisiare sculpted around football. At
some institutions, the head football coach sim@ltarsly acts as the AD, or upon retiring
from the head football coach position, he will s@ion to the head AD position. With no
collegiate football team equivalency for women,tb@dl remains a men’s only sport as
well as the highest-grossing revenue sport in gellahletics. More recently, Rutgers
University has been marred with a number of comrsies including the suicide of gay-
identifying student, Tyler Clementi, in 2010; lawtstagainst former head men’s
basketball coach, Mike Rice, in 2013 alleging pbgkand verbal abuse of players,
including anti-gay slurs; and recent assault atiega in 2014 against football

guarterback, Philip Nelson, who has since beenidsed from the team. Within her first
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year in the AD position, Ms. Hermann was surrounioigdontroversy at Rutgers
University, and she was not immune from the cordrsy either. She was criticized in
public for leadership decisions, and allegationgesbal and emotional abuse within her
former volleyball coaching career surfaced. Wither first year as AD at Rutgers, it
appeared that critics were quick to scrutinize Metmann. Was this because she was
one of only a few women who have held the titl&Bf at an elite DI FBS college? Was
this because she was one of the only lesbian opgaple to have held the title of AD at
an elite DI FBS college? Was it because of theuress of historical discrimination,
controversy, and legacy that preceded her at Rutged in athletics? Was this because of
a culture of violence, homophobia, and masculiattiRutgers or within college sports?
Ms. Hermann'’s story is ripe with complexities, ang important to ask questions, dig
deeper, and explore the insular dominant narratitlen sports. This dissertation
research strives to examine the complexities sadimg the underrepresentation of
women in AD positions at the DI college level.

Over the last century, women'’s sports have madat gtades toward equality in
athletics. More specifically, the last four decatlase yielded notable progress including
the amendment of Title 1X in 1972, which allowedmen and men equal access to
federal funding for sports. Also, recent effort¥daesulted in the creation of women’s
professional sports leagues, such as the WomertisridaBasketball Association in
1996 and the Women'’s Professional Soccer leagd808, respectively. Since the
amendment of Title IX in 1972, the number of gatsdl women participating in athletics
has grown from approximately 300,000 to over 3iomll For the first time in history, the

women athletes (269) outnumbered the men athl2éd9 (or the United States’ Olympic
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Team at the 2012 Olympic Games in London (ESPN Nems Services, 2012). There
are now 9,581 women'’s collegiate teams and an geeyh8.83 collegiate teams per
college, the highest both these numbers have @esr. bn addition, 13,963 women are
employed in collegiate athletics as athletic adstrators, coaches, assistant coaches,
sports information directors, athletic trainersd atrength and conditioning coaches,
which is historically the highest number of womeeremployed in athletics (Acosta &
Carpenter, 2014).

Despite these efforts and accomplishments, sexighgander biases continue to
pervade the sports’ world, especially at the cadlieglevel. In 1972, 90% of head
coaches for women’s college teams were women hatitnumber has greatly decreased
over the years with the current number of womerdloeaches for women’s teams at
only 43.4%. Also, only 2% to 3.5% of collegiate Hemaches for men’s teams are
women, which is notably similar to the rate in 1§A2osta & Carpenter, 2014).
Additionally, women and girls involved in athletiegperience numerous harmful effects
regarding poor self-concept (Leaper & Brown, 20@#torted body image (Greenleaf,
2002; Krane, Choi, Baird, Aimar, & Kauer, 2004; 8ars & Betz, 2001; Steinfeldt,
Zakrajsek, Bodey, Middendorf, & Martin, 2013), dealges in socioemotional
adjustment (Leaper & Brown, 2008), and fewer caoggortunities (Acosta &
Carpenter, 2014). With the %2anniversary of the enactment of Title IX occurrthis
year, it is imperative to acknowledge how far wotaeports have progressed, but more
importantly, reexamine areas that still need tanfgeroved. One of the most crucial areas
in need of improvement is the underrepresentatiamooen in leadership positions in

college athletic administrations.
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Currently, only 10% of DI collegiate ADs are wom#hdithin the last decade, we
have seen that number waver marginally, with threecit number being the highest. This
underrepresentation of women at executive leadersbsitions within college athletic
departments may be due to a number of potentitdf®anost notably interpersonal and
systemic sexism, which will be discussed in gredéail later within this paper.
Ultimately, very little is known about the factaedated to women who seek and stay in
college athletic leadership positions. As a resh#t,purpose of this research was to
provide an exploratory qualitative analysis of tiiglerrepresentation of women ADs at
the DI level, by exploring perceptions of sexisnathletics as well as the role of gender
in administrative leadership roles. This researel fvamed as exploratory research
because there has been very limited research orewanilegiate ADs’ perceptions of
sexism and their careers, and thus, exploratosareh is needed to guide and shape
future research.

Sexism has been defined as the negative beli¢itsidats, and behaviors that
denigrate, devalue, stigmatize, and/or restrict eorfWorell & Remer, 2003). Common
and persistent examples of sexism in athletics tigthude sustaining the belief that
men are better at sports than women, denying tbhatem are sexually objectified in
many areas of the sports’ world, or supporting angn’s athletic events, teams, and
players. A historically consistent example of sexia athletics, existing for several
decades, has been the disproportionate amountaifiroeverage for women’s athletics.
In 1995, 5% of sports media coverage involved womgrereas in 2002 the sports media
coverage of women was even less at 3.6% (Adamsgyl€u2004; Tuggle, 1997). Lack

of media coverage further reinforces the notiomafe hegemony within athletics.
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Additionally, although women employed in collegiatbletics are at an all-time
high, it currently stands that only 22.3% of alllegiate ADs (within DI, DIlI, DIl
levels) are women, 32.4% of head athletic traiaeeswomen, and 11.3% of colleges
have no women involved in any part of the athlatiministration (Acosta & Carpenter,
2014). There are a number of recent studies th@bexgender and leadership within
athletic organizations. Although not all the stsdiiscussed here are from a qualitative
lens, the studies are helpful in conceptualiziregdtirrent research with AD’s views of
sexism in athletics and the roles of women in sport

This research is being conducting from the perspectf a counseling
psychologist and critical feminist theorist. Accmglto the American Psychological
Association’s Division 17: The Society of Counsglirsychologists, counseling
psychology focuses on “facilitating personal angrpersonal functioning across the life
span” (Society of Counseling Psychology, 2014). dimting this research within the
discipline of counseling psychology is particulgplgrtinent given the nature of this
research topic and because the research is quait@ounseling psychology has deep
roots in vocational psychology as well as multigtdtism and social justice (Brown &
Lent, 2008). In addition, critical feminist theamaintains the promotion of equality
between women and men at a political level, théyaisaof gender from a substantive
level, and describing the world in a way that isgment with that of women’s
experiences as well as social change to promotaliggbhetween sexes from a
methodological perspective (Rhode, 1990; p. 618Hdi#onally, a goal of feminist
qualitative research is to result in transformatesearch (Creswell, 2007). As a result,

the researcher chose to study women in positiopswer within their work to
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potentially facilitate social change. Although sd@hange can emerge at many levels,
women in positions of power and leadership withollegiate athletic organizations have
immediate access to power, and thus, could beteféein creating social change within
collegiate athletics and athletics as a whole. Ailslbas been shown that when the AD in
an athletic department is a woman, the number eh@wocoaches is typically higher, and
when the AD is a man, the number of women coachggically lower within that
university’s athletic department (Acosta & Carpeng®14).
Significance of Research

By conducting qualitative semi-structured intervéewith women in leadership
positions in athletic administrations, the resear@ained insight into the perceptions,
attitudes, and beliefs about sexism in athleticktae role of women employed within DI
AD positions. The semi-structured nature of thenwiews allowed participants to have
more freedom and control in their responses conap@arether research mediums, such
as forced response scales in questionnaires, whitloften result in limiting a
participant’s voice. Because women have histogaaiperienced instances of feeling
silenced, (Rhode, 1990; Skrla, 2000; Swim, Eyssélirdoch, & Ferguson, 2010),
especially within the male-dominated context ofrsp@Fink, Borland, & Fields, 2010),
semi-structured interviews strived to empower worteehave voice and share their
stories, thoughts, and perceptions of sexism iletats. The semi-structured style of
interview was also important in creating room foregging ideas and concepts within the
data. Further, women collegiate ADs may not hawvesto a safe space in which they

can discuss sexism within their careers and wiéiltietics, and thus, these interviews
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could have potentially serve as an outlet for themiscuss these topics and reflect upon
their careers.

Additionally, this research could be beneficiahglping to provide insight
regarding the negative effects that sexism in atsidas on collegiate AD’s mental
health, well-being, and career development. Funtioee, this research will help explain
the perpetuation of sexism and male supremacyartsshed light on resource
allocation in the collegiate sports’ world, helpiméorm the potential revision of
legislation efforts to support women'’s sports, andld lead to further investigation of
women'’s sports coverage in the media. In additogeixism, this research could also
lead to the exploration of the equally importamt@@rns of racism, homophobia, and
heterosexism that notoriously permeate athletiagedls There is growing research and
burgeoning support for women’s athletics, and tiniely research aims to respectfully
contribute to previous literature. This exploratgoalitative study strived to set the
groundwork for future research and dialogue abexissn in sports and the
underrepresentation of women ADs and women in &tkle

The researcher acknowledges that this qualitaéigsearch is being conducted
with a specific and specialized population. Comsistvith the limited research on
women ADs’ perceptions of sexism, there is curselitie research that has examined
ADs’ perceptions of racism, homophobia, and hetassn within collegiate athletics
and athletics as a whole. Similar to sexism, otieastructs like racism, homophobia, and
heterosexism persist within various levels and domaf athletics, and thus, it is also
important for future research to examine the compled detrimental effects of these

areas within a sports context as well. Ultimatélys research aimed to provide a critique
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of sexism in athletics, shed light on the undemspntation of women in DI collegiate
AD positions, examine DI collegiate women ADs cameeriences, and inspire social
change and transformation of collegiate athletro$ @thletics as a whole.
Purpose

The purpose of this research was to explore why&woare underrepresented in
DI AD positions. The hypothesis is that sexism playarge role in contributing to this
underrepresentation of women in DI AD positiongjikr to a breadth of research related
to the underrepresentation of women in executiaddeship positions. However, it is
unclear if women who have attained DI AD positiotey sexism as a contributor to the
lack of DI women ADs. Thus, a goal of this reseanas to investigate whether or not DI
women ADS acknowledge sexism, and if so, demomshaiv they perceive and
experience sexism. In order to gain insight intosAperceptions of sexism, participants
were asked a number of exploratory questions welsemi-structured interview format.
Questions addressed DI women ADs’ career expersmeeounters with sexism,
thoughts about underrepresentation of DI women AdDd, other factors contributing to
gender disparity within sports and college athi&gtwhich helped to shape the study
design and interview questions. An initial pilotarview involved a semi-structured
interview with a current woman associate AD withiDl university athletic program.
Main Research Question

1. Why are women underrepresented in DI colleghepositions?

The researcher hypothesized that sexism playsraipent role in contributing to
the underrepresentation of women in DI collegial® pgositions, based on literature in

other disciplines about the underrepresentatiomarhen in athletics and in executive
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leadership positions. However, because the topibisipaper and the population in this
study has limited research surrounding it, thislgtwas framed as an exploratory study
and also explored the following sub-research qaesti

Sub-Research Questions

1. How do DI collegiate women ADs’ perceptions exism within their
athletic department and career experiences vary?

2. How do DI collegiate women ADs’ perceptions exism within their
leadership position in administration vary?

3. How do DI collegiate women ADs’ perceptions exism within other
college athletic departments vary?

4. How do DI collegiate women ADs’ perceptions exism in the athletics
realm (e.g. professional-, collegiate-, amateuelgwetc.) as a whole
vary?

Summary

This dissertation is organized into five chaptersich describe the study in its
entirety. This first chapter provided an overviefitlos exploratory qualitative research
study, which examined the perceptions of sexismcaneer experiences of eight DI
collegiate women ADs. The first chapter also idesdithe problem statement, purpose,
significance of research, background informatiomd eesearch questions. The second
chapter provides an in-depth review of literatwalated to history of sports and women in
sports, women’s employment status, women'’s leageislathletics, women'’s leadership
in college athletics, sexism in athletics, sterpetthreat, and critical feminist theory. The

third chapter presents the methodology utilizethia study. The fourth chapter discusses
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the analytical procedures and findings of the stiityally, the fifth chapter of this
dissertation describes the findings and conclusimm the data. Also, the fifth chapter

discusses implications for the research, futurasafer growth, and concluding remarks.
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Definition of Terms

e Athletic Director (AD):The athletic director is the head employee witlin a
athletic department at a university. The athletiector oversees all student
athletes and athletics employees, including butinoted to coaches, athletic
trainers, administrators, assistant athletic dinegtassociate athletic directors,
senior deputy administrators, and senior woman agtnators.

e Division | (DI): “Among the three NCAA divisions, Division | schisgenerally
have the biggest student bodies, manage the laatidstics budgets and offer the
most generous number of scholarships...With neayc@fleges and universities
in its membership, Division | schools field moramh6,000 athletic teams,
providing opportunities for more than 170,000 shiekthletes to compete in
NCAA sports each year. Division | is subdivided dzasn football sponsorship.
Schools that participate in bowl games belong ¢oRtbotball Bowl Subdivision.
Those that participate in the NCAA-run football oi@onship belong to the
Football Championship Subdivision. A third groupedo’t sponsor football at all.
The subdivisions apply only to football; all othsgrorts are considered simply
Division I” (National Collegiate Athletic Associatn [NCAA], 2014).

¢ National Collegiate Athletic Association (NCAAXxcording to the NCAA'’s non-
profit organization website, “The NCAA is a membepsdriven organization
dedicated to safeguarding the well-being of studdinlietes and equipping them
with the skills to succeed on the playing fieldthe classroom and throughout

life...NCAA members—mostly colleges and universitiest also conferences
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and affiliated groups—work together to create ttaeework of rules for fair and
safe competition” (NCAA, 2014).

National Association of Collegiate Women AthleAckninistrators (NACWAA)
According to NACWAA's website, “NACWAA is the premi leadership
organization dedicated to empowering, developirdjadvancing the success of
women in the profession. NACWAA membership is opieall (men and women)
of any job type, level and industry. While our feda on the advancement of
women leaders in intercollegiate athletics, oursiois is to ultimately advance
the success of our members in whatever path theyseh at any career level”
(National Association of Collegiate Women Athletisdministrators

[NACWAA], 2014).

Senior Woman Administrator (SWA)he Senior Woman Administrator (SWA)
is the highest ranking female in each NCAA athldepartment or member
conference. The designation of SWA is intendedhttbarage and promote the
involvement of female administrators in meaningfalys in the decision-making
process in intercollegiate athletics. The desigmais intended to enhance
representation of female experience and perspeatithes institutional,
conference and national levels and support womatesests” (NCAA, 2014).
SexismThe negative beliefs, attitudes, and behaviorsdbeaigrate, devalue,

stigmatize, and/or restrict women (Worell & Ren603).
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Chapter 2
Literature Review

The purpose of this research was to provide aroexfary qualitative analysis of
the underrepresentation of Division | (DI) collegiavomen athletic directors (ADs).
Based on related literature, the researcher hypitbe that sexism would be an integral
aspect of participants’ views on factors which citmite to gender inequity within their
career field. This chapter will provide relevametature related to athletics, leadership,
gender, and sexism, which has been conductedrioaa lbange of disciplines including
sociology, religious studies, education, gendedist) social psychology, and feminist
studies. However, after an extensive literatureesgyit appears the only discipline
contributing specifically to the research on cabeg athletic administrators’ perceptions
of sexism is gender studies. Some European researathletics has focused on the
concerns of women in leadership positions in pewl athletic organizations but not
at the collegiate level in athletics. In addititms research has not been executed from a
counseling psychology perspective.

The following literature will be reviewed from thigscipline of counseling
psychology and a critical feminist theory lens rder to better understand factors
influencing women who hold athletic director pasits in athletic departments. The
literature review will provide a context for thegts of women in athletics as well as for
women in athletic administrator positions. Firatprder to comprehend DI women AD’s
perceptions of gender inequity and sexism, it igartant to first acknowledge the
historical context which precedes modern athleftegtors within the historical context

directly and indirectly impact the conditions angberiences of women ADs today.
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Athletics has a long and complex history, whichaeyond the scope of this paper. As a
result, the literature review first presents afanistory of women'’s athletics and is
followed by a brief history of women’s presencehitcollegiate-level athletics. Next,
this literature review will examine the currenttataof working women, women in
athletic leadership positions, and women in collatetic leadership positions. Then,
the review will explore factors, such as sexism stedeotype threat, which might
account for the underrepresentation of women inp&Bitions in college. This chapter
also provides an overview of critical feminist thgowhich is the overarching and
guiding framework for the current study. Finallgdause research with DI women ADs
is limited, the review also addresses significantngh areas within the current literature.
This extensive literature review utilized the felimg electronic search methods:
PsycINFO, ERIC, SPORTDiscus, Academic Search Campded Google Scholar.
Women'’s Athletic History

Examination of the history of American athleticEigcial in conceptualizing the
current sports’ world, understanding the preseattistof women in sports, and shedding
light on the legacies that persist in sustainiregjunality today. Women'’s athletic history
spans over five centuries, and cannot be fullygesl in this paper. As a result, this is
intended to be a glimpse into the resilience of wonm athletics. Earliest sport within
what is now known as North America could be tramethe 17" century when
Indigenous tribes and clans engaged in sportsaitalwhat would now be known as
lacrosse, wrestling, football, racing, and huntidgwever, popular American athletics as
we know today grew within the T@nd 28 centuries, and have deep roots in

masculinity, patriarchy, the military, Christianitslassism, racism, and violence (Zirin,
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2008). U.S. President Theodore Roosevelt playedge Irole in the integration of sports
into mainstream society as he as he encouragetsspithin public schools (boys only)
and groomed lower-class urban individuals for miljtcombat by, “keeping urban poor
in shape for war” (Zirin, p. 35). In the late 1808ports for women were accessible to
primarily White, upper-class, and privileged eli@olf, horse riding, and tennis were
accessible sports for those women with enough ¢ilmhmeans and social status at
country clubs.

In the absence of men during World War I, womemenable to take advantage
of the opportunity to fulfill atypical gender rolaacluding work and sports. In 1943, the
All-American Girls Professional Baseball League (BRBL) was created, which
featured all White and mostly working class womBme AAGPBL could only be
sustained for eleven years before public disinteresued and subsequent financial
difficulty occurred. The AAGPBL focused heavily &mininity, including having the
players attend charm school, wear feminine clothamgl utilize beauty manuals (Zirin).

One AAGPBL player was let go from the League assalt of a masculine
haircut, which fueled suspicions of lesbianismigirWomen in sport have a history of
being subject to heterosexism and homophobia. &frikmerican women athletes were
subject to even further sexist, racist, and hombjhdiscrimination in sport. Early in the
20" century, Olympic official, Norman Cox, lobbiedttte Olympic Committee for a
new competition category for “hermaphrodites.” Heexted that African American
women had unfair advantages due to muscular bgmbstgompared to White “normal
women,” who were of “child-bearing” body types (8irp. 42). Even a century later,

Black women are still prone to discriminatory preetin sports. For instance, successful
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South African track and field athlete, Caster Seyaewas subject to a gender test in
2009. In the late 2Dcentury, Martina Navratilova had much succesgafigssional
tennis but was criticized for being too good amulnwasculine. Ms. Navratilova
challenged her critics by winning more tennis t@ments, coming out publically as
lesbian, and unapologetically acknowledging hetnaairin public (Cahn, 1994).
Women'’s Collegiate Athletic History

President Roosevelt was the impetus for the inoepif the Intercollegiate
Athletic Association of the United States (IAAU®ich was later changed to the
present-day National Collegiate Athletic Associat{dlCAA) in 1906, in an attempt to
reform violence and death within men’s college @ttt matches (Zirin, 2008). The
NCAA is the current governing body for universitydacollege athletics. White, upper
class women initially played basketball at elitévensities during the late 1800s.
However, “rough play and negative publicity” ledrtde changes for women’s basketball
in 1901, which prohibited physical contact and tedidefense tactics (Cahn, 1994).
Additionally, African American women found successtrack and field athletes at
historically black colleges and universities, sashAlice Coachman who went on to be
the first African American woman to win an Olymgold medal (Zirin).

One of the most historically significant momentsailegiate athletics was the
legislative implementation of Title IX, Educatiom®ndments of 1972. Preceded by the
Civil Rights Act of 1964, Title IX was the result a re-energized women’s rights
movement. Congresswoman Patsy Mink, Congresswordiéhn Green, and Dr. Bernice
Sandler provided the motivation for the propositzom eventual passage of Title IX on

June 23, 1972 (Valentin, 1997). Specifically, Sactl681.a. of Title IX states, “No
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person in the United States shall, on the bass&xf be excluded from participation in,
be denied the benefits of, or be subjected to idmscation under any education program
or activity receiving Federal financial assistan@i@hited States Department of Labor,
2012). Implications for Title IX initially focusedn women’s employment and hiring
concerns in federal institutions, and thus Titledides not explicitly reference athletics or
sports within the Amendment. However, Title IX wakentionally written to be brief and
inclusive, which required further clarification Wih the implementing regulations
throughout Sections 1681 through 1688 (Nationalli@oa of Women and Girls in
Education, 2008).

Following the passage of the Title IX Amendmentya&rn grew for how the
implications of Title IX would affect men’s collegfe athletics, particularly in revenue-
generating sports. The NCAA initially declared &itX to be illegal and opposed the
legislation (Suggs, 2005). Regardless, federalhdéd institutions were legally required
to be in compliance with Title IX by 1978 (Acosta@arpenter, 2014). A number of
collegiate institutions posed legal resistanceitie TX, resulting in court cases such as
Grove City College v. Belh 1984,Cohen v. Brown University 1992, andCook v.
Colgate Universityn 1992. While most universities and institutidosged ahead with
their compliance of Title IX by funding more womerdthletic teams, many opted to
eliminate men’s sports programs instead of addingeravomen’s sports programs due to
budgetary restraints. For example, many collegiatsstling programs, which involved
(and still involve) overwhelmingly male athleteddazoaches, were eliminated in
compliance with Title IX. Although a number of mersports programs typically existed

at universities, wrestling programs were ultimatgiyninated due to their status as low-
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revenue generating sports programs. However, italssduring this time that wrestling
programs within high schools were growing. Becéhigh school-level wrestlers then
had limited collegiate opportunities compared targeorior to Title IX, many in the
wrestling community took issue with Title IX comatice. Although the wrestling
community has been working to improve their statitin collegiate athletics for many
years, it was not until recently in 2002 that thegibinal Wrestling Coaches’ Association
filed a lawsuit against the U.S. Department of Edion challenging Title IX (Ridpath,
Yiamouyiannis, Lawrence, & Galles, 2009). Ultimgtat was ruled that the
implementation of the Title IX Amendment could het held accountable in the
elimination of university wrestling programs.

Although it is unclear the exact impact that TiXeposed to men’s athletics, as
research in this area is limited, it is appareat #ome supporters of men’s collegiate
sports hold a certain degree of resentment ordéckderstanding toward the
implications of Title IX (e.gNational Wrestling Coaches’ Association v. U.S.
Department of Educatiqr2003, 2005), and thus women'’s athletics. Thitohisal shift
of Title IX provided an interruption in the tradih and legacy of patriarchal sports
system (Daddario & Wigley, 2006; Norman, 2010), ethis likely a contributing factor
to the sexism that women in athletics endure, oiolg women collegiate ADs.
Women’s Employment Status

Although women have been progressing toward equaliémployment over
time, gender inequity still insidiously persistghin the workforce. In the U.S., women
continue to earn only 77% of what men earn for lsinpositions and jobs. For African

American women that wage percentage drops to 6&8P4adlis even lower to 58% for
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Latinas (United States Department of Labor, 202addition, of the 500 largest
companies in the United States, women hold onlyraB% of chief executive positions
(Egan, 2010). Men continue to hold power at soktiptditical, economic, and
institutional levels (Ryan, Haslam, & Postmes, 20@7related factor in men sustaining
power is that women continue to work in traditidpdémale-dominated careers, which
are typically not associated with macro-level poweleadership responsibilities. These
traditionally women-dominated careers include gnest and kindergarten teachers,
dental hygienists, administrative assistants oresages, child-care workers, cleaners and
servants, nurses, occupational and speech thexagigt teachers’ aides.

Barriers that women face in obtaining careersaditionally male-dominated fields, and
subsequently leadership positions, include gendemoacupational stereotypes,
socialized belief systems, socialized behaviorgpas, low self-efficacy, low outcome
expectations, and restricted ranges of vocatiortatests (Betz, 2005). For example,
young women in college often experience a challemgiducational environment
compared to their men counterparts. Challengesidaalude lack of mentors and role
models, experiencing sexual harassment, discourageon participation in the
classroom or related extracurriculars. These hartend to create an unwelcoming and
unsupportive environment for women, especially ¢hioserested in pursuing a major
typically dominated by men. One study examined womexperiences in higher
education. Findings indicated differential treattn@inwomen, including lacking support
for women'’s intellectual and professional potentwdrceiving marriage and children as
barriers to success for women in a career, andtiotelly setting lower academic and

career goals for women (Ehrhart & Sandler, 198TgsE disparaging differences in
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career development experiences for women comparetth could be contributing to
sustaining the homogeneity of men in leadershiftipos.
Women'’s Leadership in Athletics

Few U.S. research studies have been conductedwoitien who hold athletic
administrator positions, especially within collggiathletic programs. A common
perception of leadership is gendered one, in whieh are typically viewed as being
more effective leaders for a number of reasond$ gy perceptions of being better
decision-makers and exhibiting fewer emotions tvamen. Peachey and Burton (2011)
explored leader effectiveness by examining peroaptof leaders among 112 Division |
and Il female l = 13) and maleN = 99) collegiate ADs. Specifically, the researchers
examined the perception of transformational vetsussactional leadership styles of
these collegiate ADs. Transformational leadershippenpassed the notion of providing
for subordinates, whereas transactional leadeeshjghasized the importance of resource
sharing. Participants were provided with vignettestaining either a female or male
leader. It was hypothesized that compared to tctiosel leadership, transformational
leadership would result in more follower effort aswpport as well as the perception of a
more effective leader. Results indicated that epdle leaders were found to be
evaluated as more agentic and more communal tipamate leaders. Also,
organizational success was attributed more to femiaéctors. The researchers found no
support for a female style of leadership having@dwvantage in collegiate sport, nor did
they find an advantage in male style of leaderdngtead, they found that the perception
of competence was one of the main factors in adggeaus leadership in college

athletics.
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Although research with women collegiate ADs based.S. is limited, a good
deal of the literature on women in leadership pas#tin sports organizations has been
conducted throughout Europe, though at the prajaassports level. First, Hovden
(2010) explored dominant leadership discourse inAggian sports organizations, with
an emphasis on the conceptualization of femalesiship. The study utilized a
gualitative method by gathering data through opmaated telephone conversations, which
were taped and transcribed. The participants cause eight men and eight women,
who were board members of some of the biggest Ngiamesports organizations. The
study concluded that a main attitude found amongynaé the interviewees was that
female candidates for top leader positions wera aggossessing fewer of the most
preferred leadership qualities. In addition, alitiggpants emphasized that women can
make a positive impact as a leader.

Additionally, Pfister and Radtke (2009) conducteahixed methods study
examining leadership and gender within German spwganizations. Specifically, the
study utilized a survey with 697 female and malertspexecutives to gather information
regarding sociodemographics and their careersexsugxe members of sports
organizations. Next, the researchers conducted-g28pth, semi-structured interviews
with women in leadership positions within sportgamizations. Results indicated that
gender hierarchies are present in sports orgaaiiatin which positions and
responsibilities in executive committees are alledaccording to gender. Also,
researchers found that leadership in sports cabegian at early levels in the
organizations, such as at the play and volunteeideand thus leadership positions were

usually the result of a cumulative commitment &parts organization. Because men
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dominated sport two and three decades ago, few waaesidered leadership positions
then, and few were doing so now as well.

Next, Pfister (2010) examined gender and leadetsierarchies in Danish sport
organizations by utilizing a mixed methods reseagbroach. First, the researcher
administered surveys to 1,566 female officials amdndom sample of male leaders in
sports organizations. Second, the researcher ctedlpooblem-centered qualitative
interviews with 10 female and 10 male “drop-outssports organizations, which meant
that people left their job earlier than intendeds®&ts indicated that contrary to initial
assumptions, male participants indicated greatportance to maintaining gender
equality in sports organizations than female pigdicts. Also, most of the “drop-out”
participants denied that their gender was a fanottreir resignation from the sports
organization.

Women'’s Leadership in Collegiate Athletics

Women'’s leadership in college athletics can takeral different forms including
positions as athletic administrators (e.g. AD, agge AD, assistant AD, senior deputy
administrator, senior woman administrator [SWApaches, organizational
administrators (e.g. NCAA commissioner, NCAA coefece director), and players. In a
notable national and longitudinal study, Acosta @adpenter (2014) analyzed women'’s
presence within collegiate sport over a span ofe&ifs. Since 1977, the researchers have
gathered information from the SWA at every NCAA nibemschool via an annual
guestionnaire. Acosta and Carpenter’s results tesareas in which women have
progressed toward equality in athletics as welraas in college athletics in which

women have not progressed, and in some cases égressed, since the study began in
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1977. For example, 88.7% of college athletic depants (within DI, DII, DIII levels)
include at least one woman administrator, which lsrge increase compared to 1986
when only 68.1% of college athletic departmentsued at least one woman
administrator. However, this also means that 1108%ollege athletic departments
currently have no woman present within the athlatiministration. Acosta and Carpenter
found that the most common athletic administrastvacture (within DI, DII, DIl levels)
was comprised of four people, in which a man was#ad AD with one woman
assistant/associate AD and two men assistant/assdDs (12.95%).

But, it is arguably more important that the reskars results highlight that
inequalities continue to persist within collegiataletics. For instance, in 1980 only
20.0% of collegiate ADs (within DI, DI, DIl leve) were women. However, in 2014 the
number of women collegiate AD remains disproposdierat only 22.3%. Among
Division | universities, that number decreasesppraximately 10% of ADs being
women in 2014. What remains unique of the Acosth@arpenter study is that it is not
maintained or funded by affiliates of the NatioGalllegiate Athletic Association
(NCAA) but instead by various university funds. #dugh information and statistics
provided by the NCAA are valuable, an outsider pective can be beneficial in
providing a different or less biased result. Adzhally, this study has maintained a
consistently high response rate, with some respadadeaintaining allegiance to the
study for 37 years. Although the researchers’ tesllow clear increases in girls and
women’s involvement in athletics, this study doescapture any direct effects of the

implications of Title IX.
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Sexism in Athletics

In addition to the historical context of inequglénd current working conditions
for women, a breadth of other causes could be ibaritng to the sustained
marginalization of women in athletics. One heasilpported rationale for this
marginalization is sexism, which has been broagdiined as the negative beliefs,
attitudes, and behaviors that denigrate, devatigematize, and/or restrict women
(Worell & Remer, 2003). Within the vast realm dhlatics, sexism can be accounted for
in every domain, including at the athlete, spectatod employee levels. It is difficult to
know the degree of impact that sexism has withatesits, although several studies have
attempted to examine sexism at various levelsekample, sexism is often viewed as
guantifiable and behavioral, such as the dispramuately lower amounts of both print
and broadcast media coverage for women’s sponsimber of studies have examined
the disparity of media coverage given to woment@ispcompared to men’s sports.
Historically, broadcast air time provided to wonmegsports has been significantly lower
compared to media air time of men’s sports (Brya@80; Shifflett & Revelle, 1994).
For instance, Tuggle (1997) assessed women’s spedg coverage on two national
television programs, ESP8portsCenteand CNNSports Tonightboth of which
broadcast sports-related coverage. Results drigti@aored coverage of men’s sports
over women’s sports, with only about 5% of air tioowering women'’s sports.

More recent studies of media coverage yielded evere disparaging results.
Specifically, Adams and Tuggle (2004) replicatedjdle’s initial media coverage study
and found that broadcast media coverage of wonsg@ds had decreased to even less at

3.6% coverage. Furthermore, the media coveragédvimgowomen was found to be
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related to women in popular culture who were urtegldo sports (i.e. Britney Spears).
Ultimately, although the number of women who p@pte as athletes, spectate, and are
employed in athletics is at an all-time high (Aeo&t Carpenter, 2014), broadcast and
print media coverage continues to consistently idldisproportionately lower amounts
of coverage of women’s sports compared to men’'stspbhe implications of these
studies communicate the message that men arestigastl in sports and come first, and
consequently, women’s sports do not meet the stdradad are secondary. This
hegemonic male narrative can undermine women'’sitenions to the sports’ world and
hinder potential for women to thrive in athletics.

Although disproportionate amounts of media coverfag women'’s sports can be
considered a tangible example of sexism, less bégotions of sexism exist as well.
These less blatant forms of sexism have often besved as trivial. For example,
language within the United States often utilizescsjically gendered speech, as a result
of tradition, learned behavior, and habit. Thisetypp speech can lead to the specific
gendered treatment of men and women, includingss&aatment, which subsequently
can lead to negative outcomes toward those whorseekist language is directed (Smith,
Johnston-Robledo, McHugh, & Chrisler, 2010). Largguan sport appears to be no
different from language in dominant culture. Fastance, Ward (2004) researched how
nicknames of colleges and universities affecteteathopportunity and resource
distribution. The study sample was comprised of Di&sion I-A collegiate sports
programs from the 2000-2001 academic year. Tharelser categorized sexist
university nicknames into four categories basedmnmon team-naming practices. The

first team-naming practice was incorporating “lady'the nickname, such as the Lady
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Razorbacks vs. Razorbacks of the University of Ages. The second team-naming
practice was assuming “man” as a false generidy aaStatesmen vs. Statesmen of
Baruch College. The third team-naming practice wdizing a male name with a female
modifier, including the Lady Gamecocks vs. the it Gamecocks. The fourth
category of team-naming practices involved impletimgrnfemale/male polarity, such as
the Blue Angels vs. the Blue Devils of Kaskaskidl€ye. Sexist team names can
trivialize women in sports, emphasize the notiat thomen'’s status in sports are
secondary to that of men'’s, reinforce insidiousdggmoles, and in many cases infantilize
women. Of the 112 collegiate sports programs, 26dBhad sexist nicknames and 76
(68%) had nonsexist nicknames. Most of the colleg#s sexist nicknames followed the
first team-naming practice of incorporating “Ladyithin women’s team names (86%).
Additionally, at colleges with sexist team namehkletic participation for women was far
lower than colleges with non-sexist team namesaR¥gg athletic employment, Ward
found that there were fewer women assistant coaathesleges with sexist team names.
However, the researcher did not find evidence wefenumbers of athletic
administrators at schools with sexist team namkat iE not to say that athletic
administrators at colleges with sexist team namesat affected or impacted by the
sexist team name, but further research is neeagdexxample, Ward implies that sexist
team names might represent a culture in which meihiged over women for coaching
jobs because men are seen as more resilient fachef coaching stressors.

Another area of sexism in sports that affects woatatisproportionately greater
rates then men is body image. Compared to the glepepulation, women have

historically experienced more challenges with bodgge than men (Thompson &
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Heinberg, 1999; Wilfley et al., 1995). Additiongllwyomen’s experiences with body
dissatisfaction remain constant over the lifespaal, in particular it is self-
objectification, habitual body monitoring, appearam@nxiety, dietary restraint, and
disordered eating that occur at higher rates whamewn are younger (Tiggemann &
Lynch, 2001). These aforementioned aspects of bndge can have a negative impact
on physical health, mental health, and well-bemrgi#omen.

Consistent with the general population, women worispendure body image
concerns as well. Greenleaf (2002) conducted gpoeatory qualitative interviews with
former competitive women athletes in order to exanathletic body image and social
body image. Collectively, the participants weredlved in a number of competitive
sports at the collegiate club-, collegiate-, and@ur-level including track, cross-
country, swimming, cycling, volleyball, beach vaolball, softball, multi-sport events,
cheerleading, and water polo. Findings indicated timiforms, coaches, and level of
physical fithess impacted the participants’ bodag®. Greenleaf concluded that how the
participant felt about her body in a social atm@sprappeared to be moderated by the
extent of her athletic identity. All six particip@reported that their sport uniforms
resulted in them feeling more self-conscious of arastly unhappy with their body
shape, with one participant indicating that sherditllike being sexualized in her
uniform. Results indicated that five of the sixtpapants felt her physical appearance
impacted her feelings toward her body in a spontext. Participants focused less on
how their body shape may be beneficial to theirtsperformance than on how they
appeared in an athletic context. Although onlymaxticipants were utilized in this study,

the in-depth qualitative interviews provide impaitansight into social and athletic body
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image. A limitation of this study is that not afiats were represented in this sample. For
example, women collegiate basketball players nhiglve different perceptions of athletic
and social body image than compared to women cateegwimmers or volleyball

players who typically wear body-fitting and revealiuniforms.

Based on this research, it is clear that sexismatvislespread presence within
various athletic domains. The research supportdhieae examples of sexism are not
trivial and can in fact have problematic outcommsWwomen as seen in the
aforementioned research. Further, it has been demaded that groups of individuals
who are marginalized and who endure low-level stess(e.g. sexist language, sexist
discrimination) can experience a cumulative imganct amplification of the stressors
(Fischer & Holz, 2010; Root, 1992).

Stereotype Threat

Another explanation for the underrepresentatiowaien in athletic leadership
positions could be related to stereotype threael8t Spencer, and Aronson (2002)
described stereotype threat as the following:

When a negative stereotype about a group thatopart of becomes personally

relevant, usually as an interpretation of one’sadvér or an experience one is

having, stereotype threat is the resulting sensedie can then be judged or
treated in terms of the stereotype or that one tdglsomething that would

inadvertently confirm it. (p. 389)

That is, individuals perceive they will be judgeaksbd on their social identity group
membership versus their performance or potentialitweed (Block, Koch, Liberman,

Merriweather, & Roberson, 2011). Within Steele, 185@¢, and Aronson’s comprehensive
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research report, they concluded that moderatosteogotype threat were related to task
difficulty and frustration, stereotype relevancenthin identification, degree of
identification with the stereotyped group, and @mssness of the perceived social
stigma. In addition, the researchers indicated\len faced with stereotype threat,
individuals often resort to quick defenses, whidlghhinclude domain avoidance, self-
handicapping, counterstereotypic behavior/disprgvite stereotype, or disengagement.
Individuals who are presented with stereotype thmaght also adapt with longer-term
adaptations, including chronic disidentificationaofe’s self views from one’s
performance, less concern about performance asateddby the psychology of low
expectations or low motivation, bifurcating onademtity to only identify with those
aspects which are perceived to be positive, anorédole or unfavorable unintended
adaptations, such as a more elaborate self-con&i#pbugh Steele, Spencer, and
Aronson’s research report is extensive, most ofélsearch cited within their paper is
related to gender and race/ethnicity in the coméxindergraduate college students’ test
performance and short-term tasks.

In their conceptual paper, Block et al. (2011)vled a framework for how
individual's respond to stereotype threat in a k&gn context, including fending off the
stereotype, feeling discouraged by the stereotpe being resilient to the stereotype. To
elaborate on resiliency in the face of stereotyyedt, Block et al. postulate strategies
that can help in combatting stereotype threat. €ragegy is challenging negative group
stereotypes, such as direct confrontation in icteya with others. A second strategy is
exhibiting positive distinctiveness, which mighvatve communicating favorable

attributes of one’s social identity group. A thresilience strategy is taking collective
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action to change the context. An individual canl &@epowered when they know they are
not alone in a struggle. A fourth strategy is tdafne one’s own criteria for success at
work, which might involve consciously ignoring oteestandards for evaluation or
upward progression. A fifth resiliency strategy éoping with stereotype threat is
gaining and internalizing a deeper appreciatiorofte’s identity. Conveying positive
distinctiveness and maintaining high self-esteenrusial in continuing to exhibit
resilience. Although these resiliency strategigseap promising, these strategies likely
require a high degree of awareness around idesttyal identity group membership,
oppression, and power analysis. Also, exhibitirgglience in the presence of stereotype
threat can be taxing on many levels. Further, deipgron the intersections of one’s
social identity demographics (i.e. sexual orieptatrace/ethnicity, gender,
religion/spirituality, ability), these resiliencyrategies could have much greater
consequences for some compared to others who ireplketimem.
Critical Feminist Theory

This exploratory qualitative research was condiiétem a critical feminist
theoretical framework. Critical feminist theoryegtrates both classic feminist theory and
critical theory to create a uniquely useful reskanethodology. Past theoretical literature
has marginalized and demeaned feminism in acadaesmaly a “woman’s point of
view” (Rhode, 1990). On the contrary, an overargtantical feminist lens can help to
examine gender and power in not only a criticahi@s but also an inclusive and original
fashion.

According to Rhode (1990), critical feminist theasserts three different tenets,

although she cautions that the tenets be “loosetgipreted as critical feminist theories
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because of diverse interpretations of critical f@stitheory as well as a growing body of
literature from various fields. First, from a paldl level, critical feminist theories aim to
promote equality between women and men. Seconah, &rsubstantive level, critical
feminist theories emphasize the analysis of gerdad.third, from a methodological
perspective, critical feminist theories aspire ésatibe the world in a way that is
congruent with that of women’s experiences as ag&kspire for social change that
promote equality between sexes (p. 619).

In comparison to other critical theories (i.e. rdegal), Rhode asserts that critical
feminist theory shares the commonality “to chalkeegisting distributions of power” (p.
619). However, critical feminism differs from othaitical theories in future projections
of what a “good society” might exemplify (p. 63®)itical feminist theory also asserts
that not one theory or methodology fits every médch research theory, including
critical feminist theory, should be scrutinized an@mined for fit and applicability.
Further, different feminists have different intexfations of critical feminist frameworks.

As such, Kushner and Morrow (2003) include sligldlifferent assumptions of
critical feminist theory, including (a) the statfswomen as a main concern, (b)
empirically understanding conditions from which doant gender relations have
emerged, and (c) utilizing methods of inquiry tanisform gender relations, in which
reflexivity plays a crucial role. Additionally, Liaér (2004) indicates that critical feminist
inquiry is useful within qualitative research pauiarly in helping participants find voice.
Given the dense history of women’s voices beingnsiéd in various contexts (Rhode,
1990; Skrla, 2000; Swim, Eyssell, Murdoch, & Femus2010), especially in a sports

context (Fink, Borland, & Fields, 2010), it is cralcto aid in empowering women to find
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and share their voice. Thus, this qualitative stuiithzed semi-structured interviews,
which helped to capture important narratives tlla¢iodata collection techniques may
not capture. Because little research exists ontalpis, critical feminist theory was fitting
as a theoretical framework to strive toward “untirding and emancipation, reflection
by women about their lives, consciousness-raismaking public the oppressive nature
of women’s circumstances, and acting for liberdtigtushner & Morrow, 2003, p. 36).
By conducting interviews with women in DI colleg®Aositions, the stage was set for
rich data regarding the underrepresentation of woAi®s at the DI level as well as their
perceptions of sexism and their career experiences.
Significant Growth Areas in the Literature

Among research areas in need of further inquiriuhe research with both
women and men collegiate ADs, as men could provadging perceptions of sexism and
explanations for the marginalization of women inletics compared to women.
Additionally, much of the current literature reldtt® gender, leadership, and athletics is
lacking in racial and ethnic diversity, despiterigea historically significant piece within
athletics. Next, there has been minimal researcyeower, leadership, and athletics that
has also taken into account individuals who idgrasg lesbian, gay, bisexual, and/or
transgender, which might be representative of caeemployment conditions. Finally,
future research should examine social gender ndnmaen. By examining men and
masculinity within the context of collegiate atldst research could shed light on the
culture that sustains dominance of men as welk§sto inform strategies to increase

gender equality in athletics.
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Chapter 3
Methodology

This chapter presents the methodology utilizetthis qualitative exploratory
research study with eight Division | (DI) colleggatvomen athletic directors (ADs). This
chapter will provide a summary of the epistemolagyg methodology of grounded
theory. Data collected within semi-structured, atajped interviews were utilized to
answer the following question:

Main Research Question

1. Why are women underrepresented in DI colleghepositions?

The researcher hypothesized that sexism playsraipent role in contributing to
the underrepresentation of women in DI collegial® gositions, as evidenced in relevant
literature in other disciplines about the underespntation of women in athletics and in
executive leadership positions. Because the tdgigi® paper and the population in this
study has limited research surrounding it, thislgtwas framed as exploratory and also
examined the following sub-research questions below
Sub-Research Questions

1. How do DI collegiate women ADs’ perceptions exism within their

athletic department and career experiences vary?

2. How do DI collegiate women ADs’ perceptions exism within their

leadership position in administration vary?

3. How do DI collegiate women ADs’ perceptions exism within other

college athletic departments vary?
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4. How do DI collegiate women ADs’ perceptions exism in the athletics
realm (e.g. professional-, collegiate-, amateuelgwetc.) as a whole
vary?

Research Design

The purpose of this research was to provide aroexiary qualitative analysis of
DI collegiate women ADs in collegiate athletic admtrations regarding their
perceptions of the underrepresentation of womedil icollege AD positions, perceptions
of their career experiences, and perceptions a$sei athletics. This research was
conducted from within a counseling psychology ¢iBoe and from a critical feminist
theory lens. Specifically, the discipline of coulivsg psychology lends itself well to the
topic of this research and qualitative researclabge it is historical rooted in vocational
psychology, social justice, and multiculturalismr¢®n & Lent, 2008). Also, critical
feminist scholars view frameworks for critical feriam in different but also similar
ways, which captures the essence of an aspedtioatfeminism in that all theories
should be scrutinized for fit and applicability (@te, 1990). Kushner and Morrow
(2003) conceptualize critical feminist theory asihg three assumptions including
viewing the status of women as a main concernseaech, striving to empirically
understand conditions from which dominant gendiaties have emerged, and utilizing
methods of inquiry to transform gender relationswhich reflexivity plays a crucial role.
In addition, Rhode indicates that critical femirtlsory promotes gender equality at a
political level, promotes the analysis of gendenfra substantive level, and aims to

describe the world in a way that is congruent whidt of women’s experiences (p. 619).
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Grounded theory, discussed in more detail lates, wtdized as the analytical tool for
interpreting and making meaning of the data.

Women'’s voices have historically been silenced mudtitude of contexts
(Rhode, 1990; Skrla, 2000; Swim, Eyssell, Murdd&lrerguson, 2010), particularly
within the domain of sports (Fink, Borland, & Fig|®010). As a result, the researcher
strived to create a research design in which th@evoparticipants felt empowered to
have voice and feel able to share their voice. Thasi-structured interviews were
utilized as a means to capture the important naestnd stories that surveys with
forced response scales might not have capturedeldami-structured interviews with
women in DI AD positions in college athletic depaents led to insight around the
perceptions, attitudes, and beliefs about sexisathletics and career experiences of
women in athletic administrative leadership possidPrior to initiating the current study,
a pilot semi-structured interview was conductechvaih associate AD at a DI institution.
The pilot data were instrumental in shaping theentrstudy’s research design as well as
interview questions.
Overview of Grounded Theory

This study maintained an overarching critical feistitheoretical framework and
utilized grounded theory to analyze findings. Il6Z9Barney Glaser and Anselm Strauss
collaboratively developed grounded theory, whictaispecific methodology for the
purpose of building theory from data” (Corbin & &iss, 2008, p. 1). Rooted in
interactionism and pragmatism, core to ground theothe idea of “symbolic
interaction,” which asserts that people interpret eeact to others’ actions (Blumer,

1969). Also, grounded theory assumes that trutvhest we know right now and is
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subject to change with time, even if proved wrongrrely (Corbin & Strauss, 2008).
Grounded theory recognizes that social interactamsphenomena are complex in
nature, thus, it helps to examine and understamddmplexities inherent within these
social phenomena.

Grounded theory was a patrticularly helpful methodglto the current study
because it is socially based and exploratory inneauseful with this population given
that minimal research exists with DI collegiate weanADs. Grounded theory helped to
denote theoretical constructs derived from quahadnalysis of the data. Grounded
theory allowed for the emergence of salient coreeépin the data, which will lead to
additional research.

Protection of Human Subjects

This dissertation research study was initially ¢gdrapproval from the University
of Wisconsin-Milwaukee Institutional Review Boail&B) on March 28, 2013 (See
Appendix C). A small modification was made to thethods, in order to obtain verbal
consent from participants at the beginning of titerview, and IRB approval for the
modification was granted on May 8, 2013 (See AppeBj. The IRB approval
information was included in each of the initial i@tment e-mails and within the
recruitment flyer (See Appendix E). In additionistresearcher completed the
Collaborative Institutional Training Initiative (TlI) Program for Social and Behavioral
Researchers on October 5, 2011, as well as thestsity of Wisconsin-Milwaukee
Human Subjects Training on September 10, 2006.

Prior to the interview, each participant was e-ethihformation about the study

details, the Informed Consent form (see Appendixii interview questions, and
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provided the opportunity to ask questions abousthdy. At the beginning of each
interview, the participant was read a statementgber rights as a participant and
offered the opportunity to have any questions anstheéShe then was asked to provide
verbal agreement to participate and allow audio@gpo occur (See Appendix A).
Although all participants agreed to audiotapingytiwvere also given the option to not
allow audiotaping and instead allow for answerkBdaecorded in writing. In addition,
participants were encouraged to ask questionsydiirae within the interview or after
interview.

Following the completion of interviews, transcripisre transcribed and de-
identified in order to protect participant identifyata were stored on password-protected
computers. Upon completion of transcription of miews, participants were e-mailed a
de-identified copy of their interview transcriptcaoffered the opportunity to proof, edit,
or add any additional information to the intervieantent. Participants were given two
weeks to respond with any changes or additionsy @mé participant responded to the e-
mail acknowledging that no changes were needeérttrénscript.

Participants

A sample of eight women ADs € 8) from DI universities consented to
participate in the study. Because the populatiothis study was a considerably limited
number N = 32), demographic information that was obtained wmtentionally restricted
to general descriptors, in order to protect paéot identity. Three participants self-
identified as women of color. One participant sééntified as lesbian. Education level
ranged from Master’s degrees to Doctoral degre#h,all participants having at least a

Master’s degree. Participants self-identified tis@icioeconomic statuses while growing
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up as “very low” o = 1), “not very well off” fi = 1), “lower middle class’n(= 2),
“middle income” 6 = 1), and “upper middle classi € 1). Two participants did not
provide information about their socioeconomic statdnile growing up. Participants self-
identified their current socioeconomic statuse$raddle class” (i = 2), “upper middle
class” f = 4), “upper class’n(= 1), and “uncertain, but more than comfortable=(1).
Additionally, participants were offered the oppaity to provide other important
information about their identity. As a result, qreticipant indicated being a first-
generation college student. One participant reddtat her mother immigrated to the
U.S. One participant indicated growing up in aehéint country, which had a different
athletic environment and philosophy on college spoompared to the U.S.

To maintain participant anonymity, AD position te@awas aggregated into the
following year incrementss 5 years, 6-10 years, 11-15 years, 16-20 yea24years.
Three participants reported being in the years category, four participants reported
being in the 6-10 years category, and one partitiggported being in the 16-20 years
category. No participant reported being in 11-1&rgecategory or the 21years
category.

Five participants reported their university’s Dhiatic subdivision status as being
affiliated with football, and three participantpoeted that their university’s DI athletic
status was not affiliated with football. DI univetiss are categorized around football,
with the top subdivision being Football Bowl Subdien (FBS; formerly known as
Division I-A), and subsequently the Football Chaomzhip Subdivision (FCS; formerly
Division I-AA) and the non-football subdivision. iBwas important information to

obtain because there are no collegiate footbath tequivalencies for women, and
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football remains the highest-grossing revenue spartllege sports. However, in order
to protect participant confidentiality, the typefobtball Subdivision (FCS or FBS) was
not reported.

The participant sample in this study was repres$etaf the four general U.S.
geographical regions of Midwest, Northeast, Soaitit, West. Geographical regions are
characterized as regions that subdivide the Us3ndicated by on the United States
Census Bureau (2014). The most represented regsrihe Northeast and the least
represented were the South and West regions.

Setting

This research study included a multi-campus colssgeng across the U.S. In
conducting qualitative interviews, Glesne (201yises that the location and time of
qualitative interviews should aim to be “Convenjeavailable, and appropriate,” and to
defer to the preferences of the participants reggrihe logistics of the interview
(p-113). In this study, participants were providieel option to complete interviews in
person, by telephone, or by Skype, whichever wast manvenient for her. Seven
participants opted to complete the interview viaghone, and one participant opted to
participate via Skype. For phone interviews, pgréints were notified at the beginning of
the interview that the researcher would utilize gpeaker-phone function so that the
interview could be recorded with a digital audioaeler. The one Skype interview was
also recorded with a digital audio recorder. Adudhally, it was important to this research
that the participants maintained a sense of coatrdlcomfort within the interviews, to
enable open and honest narratives and responden thié semi-structured interviews.

As a result, participants were able to choosedbation in which they participated in the
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interview. Seven participants completed their mirs while at their places of
employment (presumably in their private offices)d @ne participant engaged in the
interview while at home in her place of residenidee researcher conducted one
interview while she was in a private campus offiee interviews while at home in her
place of residence, and five interviews within sgte work office. Each of the
aforementioned spaces served as private, quiet@rfdlential spaces. In addition, the
researcher worked collaboratively with the partcipor the participant’s administrative
assistant to find at least a 45-minute window dilable time that was convenient for her
to participate in an interview. Seven interviewswrced during the work day, and one
interview occurred on a weekend morning.
Instrumentation

The researcher utilized a one-on-one semi-strugtuterview format in order to
make space for participant voice and allow roomafty emerging questions. In
developing interview questions for this study, tegearcher took particular care in the
guestion mechanics, structure, and order. All inésv questions were intended to be
open-ended and relevant to the topic. To beginnteeviews, the researcher utilized a
“grand tour question,” which asks respondents twige information about a period of
time, a group of people or objects, an activityeaperience, or a sequence of events
(Spradley, 1979). Within each interview, the figsiestion that participants were asked
was related to her career trajectory (e.g. “Howyaid become an athletic director?”).
This type of grand tour question, which typicakgults in a broad answer, is useful as a
first question because the participant can readily easily answer this question (Glesne,

2011). Further, all but one interview occurredtakephone, and therefore, participants
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were not able to see and interact with the intevere Thus, the grand tour question was
intentionally utilized as the opening question rder to help participants feel a sense of
ease, comfort, and trust as well as aid in culingatandid and honest responses.

Additional interview question content was shapedpylot interview, research
guestions, and critical feminist theory. As paraatquirement for a doctoral-level
qualitative research methods course, the reseacohgpleted a pilot interview with a
woman who was a current associate AD at a DI usityerin addition to her role as an
associate AD, the pilot participant indicated tblag¢ was also a former DI collegiate head
coach and athlete. The pilot interview was a on@io®, semi-structured format and
consisted of 13 interview questions. The pilotiviv was insightful and thought
provoking, as the data confirmed anticipated hyps#is as well as provided new
hypotheses and questions, which the researcherdtgateviously considered. Also, the
pilot interview participant served as an informfortthe current study’s interview
qguestions. Following the initial pilot intervievhe interview questions were amended to
reduce redundancy, to reflect the research questiare accurately, and to increase
clarity. The interview questions were also reareghtp reflect a smoother flow within
the interview.

The final interview protocol utilized within the went study included 10
guestions related to the participants’ career egpees, the representation and
underrepresentation of women in athletics and inpdBitions, and sexism in athletics
(See Appendix A). Final interview questions werageeed and approved by two
dissertation committee members. Initially, the e@sker had planned to ask 10 main

guestions along with 12 follow-up questions to sahthe main questions. During the
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first interview, it became clear that the 12 folloyy questions felt exhaustive and
unnatural to the ease and flow of the interviewscAlmany of the 12 follow-up questions
were answered within the original 10 questions, @dddot need to be asked. As a result,
the researcher aimed to ask the 10 main questighseach interview. Further, as the
eight interviews progressed, the initial interviguestions and structure were viewed as
malleable and flexible in content, pending the oate of interviews and data that
emerged (Glesne, 2011).

Based on the pilot interview results, the researatikzed “learner” and
“patiently probing” interview techniques (Glesn®]12). The “learner” technique was
useful so as not to assume a participant had the s&w on the research topic as the
researcher. The “patiently probing” technique alblovihe participants space to feel as
though their voice was valued and their time wapeeted. Also, the “learner” and
“patiently probing” techniques were beneficial whesw or provocative information
arose, of which the researcher was previously urevizuring the pilot interview, the
participant was provided with a set of questionthatstart of the interview, which
seemed to equalize the power in the space. Eathipant in the current study received
a copy of the interview questions via e-mail onéhtee days prior to the day of the
interview so that she was aware of which questiomgld be asked.

In addition to the interview questions, particianere asked to provide answers
to a number of background questions including téetlanic identity, socioeconomic
status, educational background, years in AD positigpe of Division | program at
university, administration structure within athtetiepartment, and any other important

information about her identity that she would ltkeshare for the study. Providing this
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information was voluntary, and if a participant diot want to disclose information about
her identity, then her privacy was respected byréisearcher. However, all participants
answered all background and demographic questizuns to time constraints and in
order to maximize the sometimes limited interviawe, some background and
demographic information was collected through ekn@me participant provided answers
to the background/demographic questions via e-pratinterview, and one provided
answers to the background/demographic questions-mail post-interview. The other
six participants answered the background/demogcapiestions at the end of the
interview.
Procedure

The target number of participants for this study watially seven, though the
final number of participants was eight. Sample sstwmmendations within grounded
theory qualitative research have ranged from asafe®ix participants to as many as 30,
although there is little rationale for those recoemaiations (Creswell, 1998). However, it
is suggested that researchers strive to achiegesdatration within grounded theory
gualitative studies, which is “when no new categ®ir themes are emerging” within the
data (Corbin & Strauss, 2008). Also, researcheve Inated the difficulty and
unlikeliness of fully achieving data saturation €Tpresent study followed Corbin and
Strauss’ guidance, “if a researcher determinesaltattegory offers considerable depth
and breadth of understanding about a phenomendrrgéationships to other categories
have been made clear, then he or she can sayiesnffsampling has occurred, at least for

the purposes of this study” (Corbin & Strauss, 2@0849). Based on this information
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and with the assistance of memo-writing, open apdamd an external auditor, the
researcher deemed the data to be saturated afterseimi-structured interviews occurred.

Participant recruitment occurred throughout the thewof June 2013 to
December 2013. Three women were hired and begarjdhs as DI collegiate ADs in
that time, bringing the total number of possibletipgpants to 32. Potential participant
information was obtained from the NCAA website &mn the National Association of
Collegiate Women Athletics Administrators (NACWAREeDbsite and member e-mail
listserv. Contact information was then subsequentitained from each participant’s
university athletics’ website. In deciding whichtgwtial participants to contact, the
researcher was purposeful in striving for a diveeggesentation of race/ethnicity,
geographic region, football divisional status, angployment tenure. Initially, four DI
college women ADs were contacted. Recruitment effmere then staggered in order to
allow for snowball sampling based on participane$errals. Of the eight participants in
this study, six were asked if they could providg participant referrals for the study, and
thus, snowball sampling occurred, which was cruai@btaining participants for this
study. Of the two participants who were not asledéferrals, one was not asked due to
interview time constraints, and one was not askaxbise she was the last participant to
be interviewed.

In total, the researcher solicited participatioa @mail from 20 out of 32 possible
participants. Of the 20 potential participants esteed, 12 responded with interest in
participating. Two women initially expressed int&rn scheduling an interview but did
not respond to follow-up e-mails. One woman exmé@ssterest in participating after the

target number of participants had been reacheddaedo time constraints for this
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dissertation, she could not be interviewed. One aoopted to withdraw from the study
during the interview, indicating concern with timearview questions. Her data was not
included within this research.

Interviews occurred throughout the months of J@W§2to January 2014.
Upon confirmation of interest in participating imetdissertation research, the researcher
communicated directly with the AD or her adminisitra assistant through e-mail to
schedule a convenient interview time. Seven ingsvsioccurred via telephone and one
interview occurred via Skype. Interviews variedangth, with the shortest interview
lasting 13 minutes and 30 seconds to the longestview lasting 73 minutes and 30
seconds. The mean interview length was 59 minutds3@ seconds, and the median
interview length was 63 minutes and 45 seconds.|diggth of interviews might have
varied based on a number of factors, includingnaatimited to participants’ schedules,
work commitments, unpredictability of daily enviraental factors, or the research
content. The participant with the shortest intewd 13 minutes and 30 seconds initially
stated she would allow for 45 minutes for an intamw However, at the beginning of the
interview, she indicated that she had limited tiffais interview was still included
within the data reported in this study becauseesipeessed a unique perspective and had
valuable insight related to this research. Follgnompletion of data collection, the
researcher and a trained research team carefafigdribed each semi-structured
interview in preparation for data analysis.
Bias

Whether it is qualitative or quantitative, “Allgearch is subject to bias” (Morrow,

2005, p. 254). Recent qualitative scholars havéguhs‘Objectivity is viewed as a
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neither possible, nor desirable” within qualitatresearch (Glesne, 2011, p. 152).
Further, feminist scholars have noted objectivatypé typically associated with
patriarchy (e.g. “man of reason”), whereas subyégthas been traditionally associated
with inclusivity (Glesne, 2011). As such, this stiadmed to monitor biases and
subjectivity but also to avoid striving toward folbjectivity. A number of considerations
could contribute to biases within qualitative resbaincluding emotional involvement
with the research topic or population, informaténd preconceptions acquired from
literature, and interactions with participants (v, 2005) as well as one’s
multicultural or social identity and environmentallife experiences. In using a
gualitative design, Creswell (2007) indicates tha important for researchers to
acknowledge and consider the perspective, competenentation, past experience, and
potential biases of the researcher. One traditiorethod of addressing subjectivity
within qualitative research involves “making ongtglicit assumptions and biases overt
to self and others” (Morrow, 2005, p. 254). As sutis researcher identifies as a
White/European American and heterosexual woman, atltiee time of this research was
a doctoral candidate in an APA-accredited coungedsychology doctoral program at a
public Midwestern university. This researcher hizsohnically been involved in athletics
as an athlete, employee, volunteer, and spectatme she was a child. Specifically, the
researcher has consistently participated in varieasy and individual sports since age 4,
including soccer, gymnastics, football, baskethatlleyball, softball, and baseball. In
high school, she was employed as a soccer referé@d years and volunteered as a
soccer coach for two years. In college at a DI ersity, she participated in competitive

club-level soccer for five years as well as pgoated in various intramural and
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recreational sports. At the time of this study, slaes participating in various recreational
team sports’ leagues and active in individual ptglsactivity. Also, at the time of this
research, she had been employed at a universigtiatAnd fitness facility for over ten
years. In addition, she has conducted quantitaéisearch with a collegiate student-
athlete population as well as taught a vocationdllde skills course to student-athletes.
For over four years, she was a member of an actsearch team, which studied
vocational concerns, career development, careésideanaking, and multicultural
competence with mostly a quantitative and mixedho@s focus. Additionally, the
researcher satisfactorily completed a doctoraltiqualitative methods course, and
audited a community-based participatory researcinseo

Another standard method for minimizing bias invalveilizing external auditors
within data analysis (Morrow, 2005). As a resudearch assistance was sought in order
to validate and cross-check data analysis as web axpedite the interview transcription
process. It was especially crucial to have outstdearchers to code and analyze in order
to ensure validity, exhaustive exploration, aneémse scrutiny of the data. As Corbin and
Strauss (2008) state, “[Coding] means putting agrdeonceived notions about what the
researcher expects to find in the research, atiddeghe data and interpretation of it
guide analysis” (p. 160). The research team semgeaalgroup of researchers removed
from the topic. Although the primary researchemnmted team members with some
background information on the topic and informatarout the research methods, some
members had limited knowledge of the topic andaetemethod, which enabled the
strategy of “thinking outside the box” and for fhatential of different concepts to

emerge (Wicker, 1985).
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As a result, a research team was formed, and memigee solicited through a
counseling psychology doctoral program e-mail éetsas well as a counseling master’'s
program e-mail listserv. The research team corsistsix students in various stages of a
counseling Master’s program, one doctoral-levelnsaling psychology student, and the
primary researcher. Members initially met in persoge for a meeting and subsequently
communicated via e-mail after for research tasliste&earch team members completed
the Human Subjects Training from the Universitydisconsin-Milwaukee Institutional
Review Board. All research team members were pealgith adequate training in
gualitative research methods and critical femitisory. Also, all research team
members engaged in a reflexivity exercise in otdgjain awareness into their potential
research interests, positions, assumptions thditrhaye influenced their analysis
(Charmaz, 2006).

Additionally, consistent with qualitative researdlethods, all team members
were asked to self-identify some demographic infdram to the degree with which they
felt comfortable. This step is important in inforrgithe reader of this paper of other
factors which might be directly or indirectly inflacing this research and data analysis.
Excluding the primary researcher, the team was cisexgh of six women and one man.
One team member identified as Afro-Caribbean, oamber identified as White and
Portuguese, and five team members as White/Camn¢asimpean American. Five
members identified as heterosexual, and two didntitate their sexual orientation. One
member was a doctoral-level counseling psycholdggent, and six team members were
part-time or full-time masters-level community ceghng students at various stages in

the program. Four members indicated having formes¢arch experience at the graduate
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or undergraduate level, and three members indi¢aegdhis was their first experience
with research. Research team members had varwetslef athletics knowledge and
exposure. Specifically, one team member statedwilezg a former athlete and raised in a
family of women athletes and coaches; one team raemeported playing competitive
sports as a child and adolescent, currently plaggageational sports, and avidly
watching professional sports on television; one imemindicated being a Division Il
collegiate dance team coach; and four membergistade they had limited knowledge of
athletics. Finally, three research team membemschab important part of their identity
was being a mother.

In addition to the research team, an external augiovided consultation in early
stages of analysis (open coding) as well as foanalysis following the axial coding
stage and finalization of concepts. The externdltauidentified as an Egyptian-
Brazilian woman, who is a tenured and distinguishkedessor within an APA-accredited
Educational Psychology doctoral- and masters-lprxajram.

Analysis

Grounded theory served as the analytical tooltmr tesearch. Once careful and
accurate transcription was completed, the reseaesttemembers of the research team
coded each interview separately. Initially, intewicontent was coded line-by-line
utilizing the grounded theory technique known asropoding, which serves as an initial
data analysis technique which “fractures the dathalows one to identify some
categories, their properties and dimensional loaati (Strauss & Corbin, 1990). A goal
of open coding was to strive toward saturation,clvhs “when no new categories or

themes are emerging” (Corbin & Strauss, 2008). Haneaesearchers caution that
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saturation is difficult to achieve, and it is urdiit a researcher can ever fully attain
saturation. Further, this researcher adhered tbi€and Strauss’ guidance, “if a
researcher determines that a category offers ceradbte depth and breadth of
understanding about a phenomenon, and relationghipther categories have been made
clear, then he or she can say sufficient samplasgydtcurred, at least for the purposes of
this study” (Corbin & Strauss, 2008, p. 149). Basadhis guidance, the researcher was
rigorous in analyzing the data, and thus deemedateeto be saturated.

The research team open coded interviews by usegalck changes function
within Microsoft Word. The researcher utilized Ngiva computer-assisted qualitative
data analysis software, in the initial open coghgse of data analysis. Although
computer-assisted qualitative data analysis soéwsaadvantageous in many ways,
Corbin and Strauss (2008) caution that computex diaalysis programs can lead to
haphazard coding in which labels are assignediece of data and then put into piles
under a label, which can lead to the risk of aeseof concept unreflective of the data.
This researcher strived to heed this cautionargieune. Upon initial analysis, over 200
open codes emerged. Then, the researcher crogsechaad validated her codes with the
research team codes. Codes were reduced into amamraégeable amount of codes,
which were approximately 30. In narrowing down c®ttecategories, the researcher
consulted memos and interview notes, taken dumag@mmediately after the interviews
occurred. Memos are considered to be specializéttwrecords of data analyses
(Corbin & Strauss, 2008, p. 117). Next, the proadssxial coding was implemented by
analyzing data documents by hand. Corbin and 3trdi$90) indicate axial coding as the

succeeding step following open coding in which “tegsearcher takes the categories of
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open coding, identifies one as a central phenomer@hthen returns to identify (a) what
caused the this phenomenon to occur, (b) whaksjiest or actions actors employed in
response to it, (c) what context (specific contextl intervening conditions (broad
context) influenced the strategies, and (d) whasequences resulted from these
strategies” (p. 97). The researcher engaged in exéing and identified categories that
corresponded over the preponderance of the datalaas any significant and critical
pieces of data. A goal of grounded theory datayasmaivas to achieve emergent
theoretical concepts, which Charmaz (2006) desdrdsebeing interpretive frames for
the data that offer an abstract understandinglafioaships. She further states that
“Theoretical concepts subsume lesser categorie®yaodmparison hold more
significance, account for more data and often aseerevident” (p. 140). Corbin and
Strauss (2008) note that concepts are represaentatords that stand for ideas” within
the data and are interpretations as a result dysisdp. 159). Various theoretical
conceptualizations were postulated before setdmfpur final concepts, which were
then provided to the external auditor for analyzifige research team and external
auditor were instrumental in identifying potentihses or inconsistencies that emerged
within the data, compared to that of the main nedea. Also, the research team and
external auditor provided confirmation of emergaoncepts and final results compared
to that of what the main researcher found.
Trustworthiness

Morrow (2005) describes four main areas in whicistivorthiness can be
achieved within postpositive qualitative reseafdiese four areas include credibility,

transferability, dependability, and confirmabilityhich were adapted from Gasson’s

www.manaraa.com



52

(2004) methods of striving for rigor in qualitativesearch using a grounded theory
methodology. These four areas constituting trustwoess within grounded theory are
described in more detail below.

Credibility. Credibility in grounded theory research addressesv‘we ensure
rigor in the research process and how we communtoadbthers that we have done so”
(Gasson, 2004, p. 95). A number of means can beedtito attain credibility including
prolonged engagement with participants, constampewative method, negative case
analysis, researcher reflexivity, use of peer neteas, participant check, and data
saturation (Gasson, 2004; Morrow, 2005). To ensgar and quality within this study,
the researcher employed a semi-structured interdigvamic; audiotape-recorded each
interview; provided participants with the opportiyrtio review their interview transcript
for accuracy as well as change or add contentpanduraged participants to ask
guestions at any time throughout the study. Therview questions were refined via the
use of an informant, who was a current DI collegenan associate AD. Also, the initial
target sample number was seven participants, keritare data saturation, the final
sample number was eight participants. Additiondhg, researcher, research team, and
external auditor engaged in researcher reflexmiggussion exercises, in order to
scrutinize her or his own assumptions, positioaskground, or interests, which might
influence inquiry around the research and topicaf@taz, 2006). Further, the primary
researcher engaged in periodic meetings with tae ofi her dissertation committee and
the methodologist of her dissertation committeaddress concerns, provide updates,

and discuss emerging categories and concepts.
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Additionally, triangulation can be an effective ane of establishing credibility
within qualitative research. Marshall and RossnzZd1]) indicate that triangulation
demonstrates that the data is credible, authaariit representative of the participants'
real views and behaviors. Triangulation is thedaddiringing more than one source to
bear on a single point. In doing so, one striveshimv how different sources can be used
to collaborate, elaborate, or illuminate the resle@uestion/s. Further, triangulation
involves finding the multiple perspectives for knog/the social worldWithin the
present study, the researcher strategically udilrpeiltiple researchers to validate results.
For instance, the research team provided assistaitiee initial open coding phase of
data analysis. An external auditor provided comsialh in early stages of open coding
analysis, scrutinized data in the axial codingestamd assisted in finalizing the resulting
concepts and emergent grounded theory model. Teifeses by external researchers
strived to address investigator triangulation, whg considered good practice, helped to
safeguard against bias, and aided in increasingréubility of the study (Denzin, 1978).
Additionally, triangulation of data occurred asesult of the main researcher engaging in
reading participant biographies prior to intervieasking participants for feedback or
additional comments on their interview transcrgstgd gathering data within semi-
structured interviews and e-mails. Also, multipfalytical lenses are beneficial for
theoretical triangulation (Mathison, 1988). Thisdst purposefully utilized more than one
analytical lens (e.qg. critical feminist theory, gnuled theory, counseling psychological
lens). In comparison to a single theory study, ipldtlenses were imperative in
overcoming bias and examining multiple views. Ferththe researcher utilized memo-

writing to keep track of triangulation methods daacsk questions about the data or

www.manaraa.com



54

monitor divergent views. This helped to ensurengidation of theory and so that
multiple, credible sources of data were being gathehus increasing the credibility of
the study.

Transferability. Transferability focuses on “how far a researchay make
claims for a general application of their [sic]ding’ (Gasson, 2004, p. 98). That is, this
domain of trustworthiness examines how generalezti# study results are to the
context. Transferability can be achieved throughvjaling “sufficient information about
the self (the researcher as instrument) and tlearels context, processes, participants,
and researcher-participant relationships to enlgleeader to decide how the findings
may transfer” (Morrow, 2005, p. 252). To ascertaamsferability, the researcher
provided detailed information regarding the contxd participants within “Chapter 1:
Introduction” of this paper; provided a descriptpieture of the current and historical
context surrounding women in athletics and the e&andf women in sports’ leadership
positions within “Chapter 2: Literature Review” this study; and discussed the
participant backgrounds within “Chapter 3: Methadpl.” In addition, the researcher
elaborated on her own background as a researcheglbas the research team and
external auditor's backgrounds in “Chapter 3: Melilogy” within the Bias section.
Finally, in the latter part of data collection ahdoughout the conceptualization of
results, the researcher engaged in memo-writing;twik crucial in developing codes
and emerging categories early on in the reseamteps as well as “increasing the level
of abstraction of their ideas” (Charmaz, 2006,§8)1

Dependability. According to Gasson (2004), dependability addredbesway in

which a study is conducted should be consistemisadime, researchers, and analysis
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techniques” (p. 94). As such, this study followemgistent recruitment, interview, and
analysis techniques. The researcher was detaitk¢hanough with the protection of
human subjects, participants, setting, instrumantaand procedures, which were
explicitly discussed in detail earlier in this ckep Further, frequent consultation with
dissertation committee members occurred, in o@ensure careful tracking and timely
completion of research tasks and procedures.

Confirmability. Confirmability addresses the issue that “findisgsuld
represent, as far as is (humanly) possible, thi@tsiin being researcher rather than the
beliefs, pet theories, or biases of the researdi@asson, 2004, p. 93). This counseling
psychological research was grounded in a critieadifist theory framework and
grounded theory, which allowed for rigorous anayaid consideration of multiple
perspectives, thus contributing to the integrityinélings. This theoretical framework
combination was discussed in detail within the @néshapter. Also, the researcher made

biases explicit within the aforementioned Bias is#cin this chapter.
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Chapter 4

Results

As indicated previously in this paper, the purpofkthis research was to explore
Division (DI) collegiate women athletic directoS¥s) perceptions of sexism and their
career experiences. This chapter presents thasedwd qualitative exploratory research
study with eight DI collegiate women ADs. “ChapfierResults” will revisit the research
guestions, discuss four significant concepts tharged from the data, present a visual
model of an emergent theory for how the participanight navigate sexism in their
careers, and provide a summary of the resultseofdbearch questions, which were
analyzed using grounded theory. The selected aatzpted within this chapter are
intended to provide the reader with quotations r@endatives that best capture participant

voice. This research explored the following questio

Main Research Question

1. Why are women underrepresented in DI colleghidepositions?

The researcher examined related literature inratiseiplines regarding the
marginalization of women in athletics and in exeaiteadership positions. Based on
this research, sexism was hypothesized to plagmipent role in contributing to the
underrepresentation of women in DI collegiate ABipons. Because the topic of this
paper and the population in this study has limresgkarch surrounding it, this study was

framed as being exploratory.
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During the interview process, the emerging datéieshthe nature of the initial
sub-research questions. This occurred becauseitheab research questions were
formulated in an attempt to avoid the preconcepéioa assumption that sexism played a
role in DI collegiate women ADs’ career experiendéswever, within each interview,
participants expressed their own nuanced undetsiguofl various systems of oppression
present within their professional experiences. Tths sub-research questions shifted to
accommodate this and other emergent findings. dimadr sub-research questions were:
1) How do DI collegiate women ADs’ perceptions exism within their athletic
department and career experiences vary?; 2) Holl dollegiate women ADs’
perceptions of sexism within their leadership positn administration vary?; 3) How do
DI collegiate women ADs’ perceptions of sexism withther college athletic
departments vary?; and 4) How do DI collegiate woABs’ perceptions of sexism in
the athletics realm (e.g. professional-, collegisaenateur-levels, etc.) as a whole vary?

The revised sub-research questions are as follelesvb

Sub-Research Questions - Revised

1. How does sexism manifest in the professionakliof DI collegiate

women ADs?

2. How do DI collegiate women ADs react, resporahe; and/or resist

sexism?

Concepts

Four significant concepts surfaced from the datkected within the interviews,

includingLuck Over Talent, which captures how participants attributed tseiccess to
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luck versus talentAmbivalent Awareness of Sexismwhich describes how most
participants expressed ambivalence around theiremgas of sexism in their careers and
in athletics;Prevalence of Subtle Sexispwhich encapsulates how participants
acknowledged experiencing sexism but typically fswbtle” fashion as opposed to a
blatant fashion; an@vercoming Hurdles, which relates to participants describing
strategies for success. Upon analysis, all padidgpendorsed each of the four concepts
within their interview data. Although these coneegtiood alone within the data, it was
common for these concepts to overlap within tha.dgach of these concepts is
discussed in greater detail below under the boddlimgs. As indicated previously, due to
the limited number of potential participants withite@ population of DI college women
ADs, identifying information was not included irnete results in order to protect
participant identity, and participants were assibag@pseudonym. Pseudonyms for the
eight participants include Pam, Sharon, Alex, Eeta, Maria, Patricia, Anita, and
Jackie. Within the transcript excerpts throughbig section, “I” represents the

interviewer’s voice and “P” represents the paracifs’ voice.

Luck Over Talent. Participants commonly attributed their succeshiwit
athletics to luck as opposed to talent or skilleytended to externalize their success or
accomplishments by describing their career expee®ior trajectories in terms of an

opportunity, as a natural inclination, as happersaor being serendipitous in nature.

Further, participants frequently expressed fe€lingky,” “grateful,” “fortunate,” and
“thankful” for career experiences or being unaféecby sexism, versus being skilled,
talented, or deserving of their career experiencés work in non-sexist environment.

Participants rarely described themselves as beititeel to their positions, such as being
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deserving of or earning their position. Particigacinsistently exuded a humble or
modest attitude or expressed humility toward thaneer paths and experiences in

athletics.

For example, when asked how she became an AD, Rampdified the Luck

Over Talent concept:

| was really fortunate, just a little bit about ingckground is that | started in
student affairs, did my master’s in student affaing started as an assistant dean
of students at [University]...and did that for a cteupears. And an opportunity
became available in the athletic department an@stbndidn’t even think of a
career in athletics, just happened to know thea@atAD/SWA [Senior Woman

Administrator] at the time. We were running buddi@s every morning together.

Pam’s aforementioned quote is notable becausedpsulates the Luck Over Talent
concept in a few ways. First, she describes heasdbieing “fortunate” within her career
path in obtaining a DI AD position as opposed tmga&leserving of the position as
evidenced by her commendable work or competendempirevious university positions.
Also, it is noteworthy that she states that shaiokbtl an assistant dean position
immediately upon completion of a master’s programich provides further evidence of
her skill and high desirability as a candidatedoployment. Second, she frames the AD
position as an “opportunity” that she “honestlythaot considered previously, versus a
deliberate career aspiration. Finally, participantthis study routinely referred to the
collegiate athletic networks as being male-domithated a “good ol’ boys™ network,

which often involve decisions being made on a golfrse or over drinks after work. In
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her quotation, Pam did not appear to view her “migibuddy” as networking or as a
strategic career move, but framed her relationakipappenstance (e.g. “jistppenedo
know the associate AD/SWA at the time”). Laterhie same answer, Pam elaborated on
her career trajectory and feeling fortunate fordwarcess: “Then, | was really fortunate
that | worked for an athletic director who was...kally prided himself in mentoring and
providing professional development opportunitiashis staff.” Within a different
response later in the interview, Pam further refees the same colleague above by
stating, “I mean I'll forever be grateful to him—~B&arted me as an associate athletic
director.” In both of the latter quotations, Panpears to externalize her success to
others. It is important to note that within thisarview, Pam also discussed experiencing
gender salary discrimination with this same manfADwhom she described feeling

“fortunate” to work and “forever grateful.”

Additionally, seven of the eight participants agtently and mechanically
utilized the term “opportunity” to describe caresperiences throughout their careers.
“Opportunity” might seem innocuous, however, thentenanifested itself in a loaded and
pervasive manner throughout the data. Particifaatsed athletic career opportunities as
rare and hard to obtain for women. Because theybkad exposed to, been provided
with, or had access to so few opportunities withigir careers, “opportunity” was
exemplified as a perk or privilege, for which paants felt grateful or fortunate. For
example, Pam indicated, “...kind of going back to ltlaeriers question, it was interesting
when we had some transition in the previous departrhwas in, it was a great
opportunity for me to try to oversee men’s baskiétba key word in Pam’s previous

guote is “try” because she alludes to overseeing sriwsketball as being a rare
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occurrence within athletics, and thus, frames amspportunity, which has implications
of doubt surrounding the effectiveness of womeeadkrship. In another interview,

Jackie sheds light on concept of “opportunity.” Shél:

So many people should have had a better chance thdnYou know, | got
lucky. | was mentored by my predecessor and theigest of the college—he

passed away, but he was a great mentor. He wésikt &0 hire women.

Again, Jackie expresses a gratefulness as wetllkawaledgement of how rare
“opportunities” are for women. She sheds light lo@ ¢ondition of hiring in college
athletic departments, which appears to involve geddcriminatory practices based on
fear (e.g. “He wasn't afraid to hire women.”). Algmita expressed feeling fortunate in
being unaffected by sexism and not experiencingmihtial treatment as a woman. She
stated, “I think that I've been very fortunate mat in participating in athletics, | had

coaches who treated me with a great deal of reSpect

Within an interview with a different AD, Maria wasked about her career path

and indicated,

And...and then from there, [I] really continued t@grand develop and get
opportunities that | was able to take advantagamd,..and yeah, here | am now,
| guess 16 years later with a wonderful opportutotgerve as an AD at a

Division | institution.

Additionally, in response to what propelled heoiatcareer within a DI administration
versus coaching, Alex stated, “Yeah, | was justlohcaught up in it...I kind of have an

inclination towards administration. | don’t love ltut it just kind of comes naturally to
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me.” Alex’s quotation is dismissive of her hard Wand exceptional abilities. Also,
Elizabeth discussed how she achieved her curresitigqo stating, “Yes, | was...at that
year, | was also looking [for an AD position]...it svaery fortunate and by chance that
this position opened up, but | was looking at othBrpositions.” Finally, Patricia spoke

to the concept of Luck Over Talent when she stated:

So |, you know, there was an interesting newspagédor this job out here in
[City], and | applied thinking it would never happend it happened to—I
happened to come to work for an amazing femaleqees who really just said

she wanted to fix things from a Title IX perspeetiv

Although Luck Over Talent was prevalent within le@articipant’s interview, the
data were reflective of exceptions to Luck Overehalas well. These exceptions
included some reflections from participants abbetrthard work, competence, or merit
in achieving a DI college AD position and differehtreatment as a woman. In response
to whether or not she had ever been treated diffigrevithin athletics as a woman, Alex

stated:

I’'m certain that there have probably been lotsmaés, and, way way more than |
can understand. But it’s really a two-sided dea&u¥Xnow, | think that there’'ve
been lots of times that I've been treated diffdsebécause I'm a woman to the
benefit. You know, like it was a benefit—in otheoms, | had opportunity
becausd was a woman. To give one quick example, is tibernship that | was in
at [University] was only for women and ethnic mities. So | wouldn’t have

even gotten that opportunity if | wasn’t a womamdAhen | was fortunate in the
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fact that the people | worked under had an indamato really want to advance
women. And so, | just had great—I don’t, | don'¢féike | was ever was
advanced because I'm a woman [I: Mm.]...and ltkaf was the reason. Because,

pretty sure it's ‘cause | worked hard and I'm aseds

In the last sentence of her quotation, Alex atteslher success to merit and owns her
competence. However, she contradicts herself atahee time with “pretty sure,” as if to
say it with some degree of doubt. Alex also dessrileeling as though she benefited
from her internship experience because of her geBde upon closer examination, the
type of internship that she was describing wasipalty implemented in order to
address the existing inequities that have ledeautiderrepresentation of women and

ethnic minorities in top-tier athletic administragipositions in the first place.

Ambivalent Awareness of SexismSecond, participants described perceiving
sexism in athletics with an ambivalent awarenebgyTended to view sexism as a
current problem within athletics, but nearly alwagBected with the exception that the
status of women in sports is improving, has corteng way, or is “getting better”
compared to years ago. They often acknowledgedselrut expressed that they are
unaffected by sexism. Also, participants often egsped concern or confusion about the

definition of sexism or why women are treated défely within athletics.

Alex expressed the notion of Ambivalent AwarendsSexism when she

discussed her view of the status of women in sports

Well, I think women have come a long, long way poss. | think as athletes,

certainly women are having more and more oppoigs)iand they're respected.
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You know, they’'re making it, they make an equal oatment to what the men
do in terms of time and their talents are improvivigu know, games are
becoming more competitive. Parity is getting stemand you know, we still

have a ways to go, but making a lot of progresatlaetes.

Maria expressed a similar sentiment about womdatsis in sports, which was
representative of Ambivalent Awareness of Sexispec8ically, Maria reported, “...|
think we are viewed in a much more positive lidgtdrt 20 years, 30 years, or 50 years

ago. But, but probably still | think...you know, niatthe same light as, as male athletes.”

Jackie was no exception to the trend in the dajarding the prevalence of

Ambivalent Awareness of Sexism. She indicated,

| think we, we are favorably looked upon in a pesitvay and more so now than
back when | was just getting into sports. And airse Title IX has helped us
tremendously. | don't think | would be sitting héaéking to you about this, and

whether it's, you know, positive or negative, wviaisn’t for Title 1X.

Although Jackie initially perceived women as beuagved favorably, she alludes to
ambivalence near the end of her quotation whemshkstioned the status of women in

athletics as being “positive or negative.”

Sharon shared an ambivalent perspective abouwtutient perception of women

in sports, which was congruent with other partinigaShe stated,

In general, | think in recent years, in recent sit@ere’s been more of a respect

for women, as women and as competitors, as athktesss the world of sports.
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And obviously we’ve seen so many great new oppdrasifor women, whether
behind the camera, in front of the camera, coaddsjnistrators...So, | think,
you know, in recent times, it's certainly much muwter. And we’ve seen some

progress but not nearly enough...

Also, Anita reflected on the well-being of womenaithletics, which she initially
perceived as positive. She stated, “Well, | thirdnven today are viewed in a very
positive way, women who participate in sports.ihkht’s much more—I think it's much
different than it was maybe 20 or 30 years ago.\ve\er, a short time later within the
interview, Anita expressed a perception congruetit Ambivalent Awareness of

Sexism. She indicated the following:

There are barriers because most people, most giihyge in decision-making
positions are men. And so we tend to hire peogewle’re comfortable with,
although more and more college presidents are bhagonomen. And so | think

hiring, hiring is a little bit different than it veaeven 10 years ago or 5 years ago.

In the aforementioned quotation, Anita fluctuatethvambivalence between identifying a

problem and providing excusable justification foe problem.

Further, when asked to elaborate on a similar respto the one above, Anita
continued to express Ambivalent Awareness of Sex&pecifically, in her attempt to sift
through and find reason for the underrepresentatiavomen in DI college AD
positions, she appeared to take a blaming persgetctivard women because they often

don’t meet the standard set by men ADs. She asserte
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Well, women also have been our own worst enemies. khow, we, women—
Men are willing to apply for a job whether theyjeepared to do the job or not.
Women on the other hand are more reluctant to dpplpbs because they don't
think they’re qualified. Men on the other hand veifiply whether they're
gualified or not. Women are less, are less—are madoetant to move around the
country to accept a job, whether they're—it’s bessathey have to take care of
their family, or their...or take care of their chiéalr or parents. You know, | think,
| think women—sometimes we limit ourselves and bseaof this we don't feel
like we're prepared, or we’re unwilling to move. @We, you know, we want more
quality of life issues. Where guys, they're willibgdo just the opposite. You
know, | think women, we have to learn that we hvke better at what we do
than our male counterparts. And so, | think won@metimes are our own worst

enemies.

Perhaps the clearest example of how Ambivalent Aness of Sexism manifested within

Anita’s data was when she and the interviewer dised the following:

P: ...It does seem like that you see more and momemdeing doctors, and
lawyers, and politicians and...I think that athletigshe last bastion for women to

be treated equally with their male counterparts.

I: Yeah, that's—Yes, excellent point. Do you fdeht sexism is present within the

sports’ world? And why or why not?

P: Well, again | think it—to ask a broad questite fthat | don’t think it's a

fair—I don't think it's a good question, quite hatly. | think you could say
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sexism and racism is prevalent in a lot of thirms, |, you know, | haven’t
experienced it. Do | think it exists? | think rawislso exists. So, | wouldn’t want
to limit it to just sexism. But, | think it depends the, again, on the institution.

To generalize, | don’t know | can do that.

In one sentence, she clearly articulated that woanenreated differently compared to
men in athletics. She goes so far to say that foall professions, “athletics is the last
bastion” for gender equality. It was only whenhgtinterviewer) mentioned the word
“sexism,” that her ambivalence toward sexism seetodx triggered. Also, Anita
appeared to exhibit a defensive attitude towarissexas evidenced by critiquing the

interview question and denying that she has expese@ sexism.

Also, Anita very clearly recognized that sexisnaisontributing factor to the
underrepresentation of women in DI AD positions] ahe very importantly recognized
other oppressive forces, such as racism and hetasos being at play. However, she
consistently expressed ambivalence and providedmalrdetail into how these

oppressive forces interact to create inequalityiwiathletics. For instance, Anita said,

| think, you know, | think historically speakingewould go back and say,
‘There’s always been some type of discriminatioaiast women and people of
color and gays and lesbians in athletics.’ Is itdy& Absolutely. But, but I, you
know, of course—Does it still exist? Yes. Is itteethan it was? Yes. But, see
you’re limiting it to just sexism. So | wouldn't,dan’t talk about that comfortably

without looking at all the other ‘-isms.’
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In addition, the urge for participants to provigdeamost mandatory mention that
the status of women athletics “is getting betteigim be best explained by Maria. In the
following quote, she references the importance gé@erational perspective and
expressed feeling a degree of guilt or judgmenthfher foremothers within athletics.

Maria explained,

...If you asked a woman who was trying to be an #thministrator in college
athletics 25 years ago—if you told her that whigiehtified as one of my greatest
challenges is that | can’t go for a run [withinfawur-long lunch break] without
having to do my hair and makeup and everythingy theuld laugh at that. They
would probably be ecstatic that that was one obiggest challenges [Laughs].
You know? [I: Yeah.] Because the challenges thegd&25 years ago were very

different from what I’'m experiencing now, and I'mageful for that.

Elizabeth’s conceptualization of the current statiswomen within athletics was

captured in the Ambivalent Awareness of Sexism ephas well. Elizabeth said,

| think it depends how you look at it | guess.ihthon the competitive
standpoint, | think very positively. However itigst not getting out there in the
media as much for whatever reason. And from a aaesistandpoint, | think
they’'ve—it's shown that women do love sports andciiag sports and in terms
of, you know, being consumers very good. | thinlfmen] seen as coaches, |
think that has changed in the eyes of parents @St athletes where |—I
would think for coaching a woman'’s sport, they wbmlost likely prefer a man to

do that...and then there’s no thoughts of a womaadiepfor a men’s sport.
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In her quotation, Elizabeth highlights areas shegees that women are experienced
favorably and also unfavorably. However, she dagscommit to either view, which is

definitive of ambivalence.

Finally, although Patricia seemed to have a highraness level of sexism in
athletics compared to other participants, she egoessed Ambivalent Awareness of
Sexism. In discussing whether or not any barrieas $he identified in her career could

be attributed to sexism, she replied,

Well, I think that’s a good question because I—koow, when you don’t get an
opportunity, you don’t really know why. You knowoy can only speculate that.
People didn’t think a female could do the job. Niswhat sexism? Mm, maybe
not. It's just what they know, that old doppelgantigeory of—so they're
comfortable hiring and they just feel like a mabeildl relate, could raise money,
could do the things that they know are importarth®job and they just don’t
know if a female can do it because they havenh sg®ugh role models of
that—They haven’t seen enough success. So |—atalliieg about somebody
that...a man that hates women and doesn’t thinkevoane capable? No, | just
think maybe it's just more of perception, so | ththat's a tough question to

answer.

In this quote, Patricia expresses ambivalence andrtainty around the definition of
sexism and what constitutes as sexism. She stBesple didn’t think a female could do

the job. Now is that sexism? Mm, maybe not,” andticmes to elaborate by painting a
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hypothetical picture of a gendered hiring exampldact, that example is a very clear

example of what constitutes as sexism at a systiewved.

Prevalence of Subtle Sexismlhird, participants often acknowledged
experiencing sexism within their careers and ingberts’ world, however, they
commonly utilized the caveat that sexism was “sybtcovert,” or “nuanced” in nature.
Although participants provided more “overt” or laat examples of sexism, they tended
to report more retroactively distant examples, Wwhiad occurred much earlier in their
careers. The Prevalence of Subtle Sexism concepteseloped from an in-vivo code of
“subtle,” which appeared throughout many of thdipgrants’ interviews. In-vivo coding
deduces a theme or concept from the data, typitralhg the participant in a verbatim

manner, as opposed to the researcher naming tlee(Codbin & Strauss, 2008).

In response to a question about being treatedrdiftly due to gender, Maria

indicated:

So | guess the impact is there, but mostly it'slgut’eople rarely come right out
and say, ‘You're a woman. You can't be an athldirector.’ It's not really what
happens, you know? [Laughter] | think leadership-regally, women have fewer
leadership roles within our world and athleticsri@ialy a leadership—athletic
director is a leadership role in a male-dominatdtuce. And yeah, | feel it. | feel

it pretty often.

Another example of Prevalence of Subtle Sexismiveas participants commonly

referenced the sheer numerical majority of merthiretics and in athletic leadership
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positions as a subtle factor contributing to tH&alilty of women obtaining AD

positions. For instance, Pam indicated,

...Just the sheer numbers, that we don’t have aftammen who are going into
athletics and taking those leadership positiongl #mwhen the pool is so small,
then, you know, when AD jobs come open you gotdds applying and maybe,

you know, 10 women, if that. So, you know, a let-@f ton of barriers.

In addition to Pam, Maria also stated, “You knolae more external roles tend to be
filled by males because a large percentage of tom@smajority of fans and donors

happen to be male.”

Two participants described instances within tieaneers in which they were
offered a DI college AD position but were subjecektra hoops and overt job

discrimination. First, Alex indicated:

| had to come back for a second interview at [Ursitg]. The second interview
was never part of the equation. The first interyigau're supposed to, | mean |
had a phone interview and then the in-person irgervThen the president called
me and said, ‘You know, I'd like to invite you odiar the second interview.” And

| said, ‘Really?’ | said, ‘I've never been...” Andnas told that the decision would
be made after the first interview. And he said, IMgu’re a unanimous choice
for the boys and it’s just that...well...” And in alishpresidential speak, basically
he said, ‘We now need to just double check howlthisle being-a-woman thing

is gonna work,” because he said, ‘| need you toecont...there’s one meeting
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that you're going to have—dinner at my house, andli be all men. You and all

men.

In addition to Alex, Patricia stated that she wHered a DI college AD position, and
then the offer was rescinded entirely, which shtewas because of her gender. She

indicated,

| was a finalist for a job. There were three of Tise first guy was just using it to
get ahead, and so he dropped out. The second gppetlit out before because he
heard he wasn’t the final candidate and soon tlffeyenl me the job. And then
they took it back because, because they just thabhghmaybe just didn’'t have
enough consensus from the committee, which, yowkh&now that was a
female thing. [I: Mm.] And | didn’t—I had a presidethat wasn’t willing to stand

up to it so...

Also, participants frequently discussed how thedsgof football and good ol’
boys’ network interferes with employment opportigstvia systemic sexism. Systemic
sexism is often well camouflaged in the subtletiekegacy and normalcy. Patricia

highlights this below:

| mean I've always said that it's crazy how somespents and search
committees feel like if you haven’t worn a footblaflimet, you really can’t be an
AD. That’s becoming less and less a pre-requisiteemple go out. But, you'll
also find these references. Every time, | laughadbh every time | see an AD
being hired or a head coach being hired and...'Wedly played football.’ |

mean, it's the whole Penn State—Ilooking for a neetlfall coach, whether they
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played at Penn State or not. And | understandftivdball coaches will have
played football, but even look at the AD, you kndwead them all the time—
who got hired? ‘Well, they played football with aad-so or they were a

teammate of so-and-so.’ It's stuff that we [womeaih’t manufacture.

Sharon echoed Patricia’s perspective on how fobgibagrams have been historically
dominated by males, and as a result, that male+tiated legacy creates subtle sexism in

hiring decisions for leadership positions. Sharaitesl,

...We still have to get a little further along antitteem [search committees]
evaluate you on what you can and cannot do anthedact that you're a female

that might have to be over a football program.

One example of overt sexism was exemplified in Aaata. Early in her
coaching career, she described receiving a jolgras&nt from her athletic department,
in which she was to attend a week-long coachingacfor men’s water polo within
another city. She indicated that the coaching chvas comprised of approximately 80
boys trying out for the junior national water pééam and approximately 40 men
coaches. She was the only woman within the coadtling. In the following quotation,
Alex was in the midst of coaching an athlete atdb&ching clinic and experienced

“overt” sexism. She said,

So | called him over to the side. ‘Hey Johnny,dratever his name is, ‘Come
over here for a second.” Well, he comes to the. $idend down. I'm talking to
him about getting his legs up from under him befwedries to change directions

in the water, and the coach that I'm coaching Widrally lays his body across
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my back and whispers in my ear, ‘Don’t hustle tbg€’ So no...nothing else in

my life has been that overt.

Overcoming Hurdles. The fourth concept is related to how participants
commonly described strategies for success witheir ttareers, within the field of
athletics, and for coping with sexism and discriation. The Overcoming Hurdles
concept was developed as a result of an in-vive ¢Qarbin & Strauss, 2008) within an
interview, in which a participant reframed “bargéto “overcoming hurdles.”
Interestingly, this metaphor is also directly rethto sport. Alex captured the

Overcoming Hurdles in-vivo code:

| believe that the difference in how I'm treatedimes or quote unquote
“barriers” that might be there or hurdles—I looklam more as hurdles than
barriers and sometimes I've gotta use, you know bands to pull myself up and
then swing my leg up to get over the hurdle andetones | can just bore over

it...

When faced with sexism, Sharon discussed a syréted involved hope,
exhibiting a mechanical reaction, and involved &dopting a primal identity. When she
was asked if she had ever been treated differastly women in athletics, she responded

by comparing herself to her university’s mascotjollwas an animal. Sharon stated,

Well...treated differently because | was a woman.. tfying to think back...
Man, if you knew me... [Laughs] You know, we're tiddscot] here and people
say, and I'm not saying this in a bad way, you knfMascot] are people that are

animals that persevere, they grab onto somethidgyeu know, hang on and
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because of that kind of personality that | am, $omt of, always feel like there’s a
way. And, so if | was ever treated differently, ight have paused and said, ‘Oh,
they treated me this way because I'm a woman,’ thveould get into my next
gear [which] is how can I figure this out so thad@esn’t stop, stop me or my

program or whatever. [Laughs]

In another example of Overcoming Hurdles, Patritsgussed two coping
strategies. In the quotation below, Patricia referseing emotionally “hurt” by an
instance earlier in her athletics career in whidh aollege AD position was offered to
her, only to be rescinded because there was nogérfiegommittee consensus.” Also, she
discusses experiencing social hostility when shi@lly began her DI AD career at her

current institution. She indicated:

So yeah, | mean, | think most of the stuff | trtedorget about because you can't
sort of, some of it, it's very difficult. That one particular still sticks out as
just—hurts. But...[l: Yeah.] And you can’t—I mean otyvilified here, | got, you
know, hated, terrible letters, etc., and non-suppbl hadn’'t had a great
president who stood behind me | probably would Haeen out of this job the

first two years...

In this quotation she highlights her strategy tr¢let” painful career experiences.
Patricia also highlights how important her relasbip with a woman in a position of
power at the institution (the university’s presitjeas an ally to her in her position.
Patricia further elaborates on the importance ofphefessional relationship with the

university president. She said,
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But you had to—absolutely had to have the presiotenty corner and to me...I
know at [University] when | was a failed candidatead a good relationship with
the president, but it was more of a friendshiptreteship not a professional one.
And | realized then that what | needed to do wakesare the president knew
that | was capable. One thing to be a friend baitatther one to get him to realize
that, you know, this person knows what they’re doiit Right.] | didn’t spend
enough—So to me it's absolutely imperative that jaue the president's—that
there’s somehow you forge a relationship with thesslent...But, it's just a
matter of learning to, a matter of learning to fggout who the ‘*head coach’ is

and what do they want.

In describing her strategies for Overcome HurdRadricia directly related her
strategy for success to her experience as anatidbe likened her sustained
employment in a top-tier position within a colleshletic department to a “competition.”

She reported needing to identify the “head coatie (iniversity’s president), as if she

were an athlete on a team, and then appease thd tloach” to get more “playing time.”

Many participants discussed the importance of lgpeoileagues to push,
encourage, and mentor them. Nearly all participaitési the National Association of
Collegiate Women Athletics Administrators (NACWAA$ a source of support in
Overcoming Hurdles within their careers. NACWAAaiprofessional organization
geared toward advancing women into and within atheministrations. Elizabeth

indicated:
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Sure...the number one [support] for me would be NACAVA just opened my
eyes, it gave me the, the support, the professamalopment, the connections,
and not with just women. And I've noticed that charsince, | don’t know, three
years ago? | think since Patti Phillips took ovidrere are a lot of —NACWAA's
introduced me to so many key men in the field, g¢nedADs, and where |
constantly seek advice and so it—one, | think ip&é prepare me for an AD
position, gave me the support and kind of a pustotmove forward, and actually
apply, interview, have expectations of that [obtagran AD position] being a

goal of mine...

Maria discussed how feeling a sense of agencyrdhancing girls’ career
aspirations was a strategy for Overcoming Hurdlgkimathletics. She discussed this in

reference to before she had obtained a DI colldgedsition. Maria recalled,

And | remember having a conversation with my bagkatime—we were
talking about the few number of women in leadergapitions in Division I, and

| remember saying, ‘You know, if I'm not willing tdo something about it, then |
can't complain.” And that’'s something | have tonthiabout in my life. Like if I'm
not willing to do something about it, if 'm not Ivhg to—and | know that I'm
capable, very likely capable of being a leaderalege athletics—then | can’t
complain. And | finally came to the conclusion thatant to complain. | want to
bitch about it. So, in order to do that, in ordegive myself license to do that, |
better be willing to do something. So that’s, thatiotivated me, you know.

That’s part of my ‘why’ is | want to make sure thah providing a model that
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other girls and women can look at and go, ‘Oh wdwbbably a lot of them look

at me and go, ‘Oh, she can do that? If she cahatoltcan do that.’

Patricia discussed a method to Overcome the brddulelle of systemic sexism
within society. She expressed how women and mesaiked to build up legacy,

support, and connection in women’s sports, whiklegdime. For example, Patricia said,

...You know, we have a particular love of the womestscer team because we
have an alum from [University] who'’s on it—who’séseon it for years. And you
know, the conversation here all the time is ab@wt women—how is women’s
soccer doing because of that? So | do believethieadbility of the female athlete
is improving tremendously and it's going to makaifference. | also truly believe
that there are more and more women out there tidgratand how important it is
to get their young daughters and young niecessptots. And that, in turn, is
starting to make a difference as you see moms adsl Wlow coming out to more
women’s games because they want their girls tasdes women competing and
enjoying it and those kind of role models, whictrdi happen 15 years ago—are
happening on a regular basis. So | think thatabably more than a small

tsunami. | think that's really starting to makeugh difference.

Finally, Patricia discussed the importance of Ti¥an increasing opportunities
for women to attend college; however, she exprelsedimportant it is for men to
become educated as well, in order to ultimatelyeiewomen. She implies that women
cannot be the only one’s becoming educated witbllege and about gender inequity.

Patricia stated:
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And | think athletics can be a huge mover and shakad it's, for somebody
that’s been in the trenches for Title IX fightiny fopportunities for women, |
think it's time we look at Title IX as an opportiyio bring men to campuses and
figure out how we can help equalize. And | want radacated. | want them with
university education. This could be a much betteiety if we had both men and
women educated, so...It's an interesting shift, i#iadne that I'm kind of

intrigued by.

Emergent Grounded Theory

Consistent with grounded theory methodology, the deere reflective of an
emergent grounded theory. It should be noted thati@az (2008) asserts that the
method and inquiry of grounded theory is emergeaitonly the final product of inquiry,
such as an emergent theory. Also, central to grediticeory is the notion of flexibility in
conceptualization as opposed to rigidity or preggion (Charmaz, 2008; Hallberg, 2006).
Thus, the emergent theory described in this sestioves to provide a conceptual
framework for further understanding the underrepmésgtion of women ADs in DI
collegiate athletics, and acknowledges that theethis not intended to be prescriptive in
nature. Findings indicate that the underrepresientat women ADs at the DI college
level may be attributed to various forms of sexisnth subtle forms of sexism being
core to the experiences of the participants ingtusgly.Figure lillustrates how these
findings fit into a visual model of an emergentgnded theory for how DI college
women ADs could be navigating sexism within théimetic careers. Specifically,
participants might have a desire for sexism todmeexistent, but they might also

perceive that sexism is vast and impenetrable wlkhletics, which results in navigating
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ambivalence toward the notion of sexism (Ambivalewareness of Sexism). Also,
cumulatively experiencing subtle sexism could erode’s sense of agency in athletic
careers, which makes way for participants to addpick Over Talent orientation,
including the belief that success is due to luépgenstance, or serendipity, as opposed
to talent or skill. This belief system is not pauiarly problematic in and of itself, but in
a field where the major players and those in chargegart of a dominant group who
often see themselves as entitled to their positi@ading “lucky” or “fortunate” can lead

to difficulty in combatting systemic oppressionremoving hurdles.

Moreover, sexism is well-rooted in athletics, aad been present in athletics well
before any of these participants became involvet athletics (Acosta & Carpenter,
2014; Zirin, 2008). Rather than striving to remalrese hurdles entirely, participants
might engage in habituation of sexist circumstar{efebituating to Sexism) because
sexism manifests itself as a no-win situation ahétws perceived as an unsolvable
problem. In order to still be successful, they nigttapt to the system in Overcoming
Hurdles by accepting sexism or resisting sexisntefitance of Sexism involves
accepting the status quo and attempting to navigdkén the dominant system.
Resistance of Sexism includes engaging in additogk to counteract or resist the

dominant framework.
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Ambivalent
Awareness
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Overcoming
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Overcoming
Hurdles:
Acceptance
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Figure 1 Visual model of emergent grounded theory of natingy sexism.

The following is an example of how one participakiex, navigated sexism in

her career across the emergent theory model pesbarfigure 1 She appeared to

progress through the Navigating Sexism model dsvist Cumulative Experience of

Subtle Sexisn> Ambivalent Awareness of SexisiLuck Over Talen® Habituating to

Sexisn»>Overcoming Hurdles: Resistance to Sexism. Withinimerview, she reported

experiences with both subtle sexism and blatansse¢Cumulative Experience of

Subtle Sexism). For instance, as stated withirfResults” section of this paper, she

described being the only woman coach at a boysm@ilo coaching clinic and being

subject to one of the men coaches laying his badysa her back to critique her

coaching skills. Next, Alex indicated, “Well, | tik women have come a long, long way

in sports...Parity is getting stronger, and you kneow,still have a ways to go, but

making a lot of progress as athletes.” The previpustation exemplifies the concept of

having an ambivalent perspective toward sexismtb@dtatus of women in athletics

(Ambivalent Awareness of Sexism).
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Additionally, Alex expressed “And, | think women mtao have a full life, and
it’s difficult to figure it out, and hopefully—kndcon wood— | have.” Alex appears to
allude to needing luck or fortune (e.g. “knock oooa”) versus possessing the skill or
talent (Luck Over Talent) in order to achieve dl“fiie.” In response to a question about
her career trajectory, she also indicated, “Anjdst kept getting more and more
opportunities and enjoyed it. And before | knewtityas sixteen years later...” She
appears to frame her career success as happensisieeel of competence or ability
(Luck Over Talent). Next, Alex discussed her apjatean for having obtained an
internship for women and ethnic minorities, whichsicreated in an attempt to increase
the prevalence of and mobility for women and ethmigorities within the NCAA. This
seems to imply that she was appreciative of hawmegopportunity created for her within
the dominant system, which is representative of Bbe/might be habituating to sexist

circumstances (Habituating to Sexism).

Finally, Alex discussed her experience in challagghe accepted norm
(Overcoming Hurdles: Resistance to Sexism) of bideic department wearing the

university’s athletic apparel in only men’s siz8ke stated:

You know when | first got there, | had to make suget shirts and all that stuff
with [University] on it. Well, they were all menghirts. And, were they were my
size? Well, not much because I'm not a man, but Whauld fit me. Do you know
what | mean? [I: Yeah] But, | finally had to tetlem, | said, ‘Listen, if you
purchase another shirt for me that’'s a man’s siintgoing to start buying all
women’s shirts. And, | know that you could fit im@men’s XX—a guy, so I'm

going to start buying female shirts. But, I'll bthem the right size for all the men
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in here.” And they like look at me like, ‘Haha.” Arl go, ‘I'm notjoking. This is
a man’s shirt. It's made to be on a man. Don’t bagther shirt that’s not
designed to be on a woman for me, right? You bmea’s shirt for you, and buy
a woman'’s shirt for me. Do not buy another menig $br me.” And they're like,

‘Oh my God.” They didn’t even think about it.

In her quotation, Alex resisted sexism by utilizimgy power to challenge the status quo
within her athletic department. Not only did Alexamge apparel sizes and styles, she
educated staff members on gender inclusive practind began carving out space for

women within her athletic department (Overcomingdiies: Resistance to Sexism).

Within Figure 1regarding navigating sexism, it is important tdigate that the
navigation of Overcoming Hurdles (Resistance toiS$eor Acceptance of Sexism) was
rarely unilateral, with most participants engagimg combination of strategies to
navigate hurdles. However, some participants gatedttoward one over the other,
depending on various contextual factors. Additipnahe Cumulative Experience of
Subtle Sexism could lead to Ambivalent AwarenesSeism, Luck Over Talent, or
both. The navigation of Ambivalent Awareness ofiSexand Luck Over Talent in
Figure 1is often not linear as it might have a recipraeddtionship or might occur
simultaneously. Further, upon Acceptance of Sexgartjcipants might continue to
experience sexism, as their actions do not direbfisupt the ongoing subtle sexism they
are experiencing. In this way, the model can becoystcal in nature. Implications of

this emergent grounded theory are discussed irtegréatail in the following chapter.
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Conclusion of Results

The purpose of this research was to gain an utaatelisig about the
underrepresentation of women as DI collegiate A&sni-structured interviews were
conducted with eight DI collegiate women ADs to lexe this topic. After analytically
examining the data from a grounded theory methapoémd a critical feminist lens, four
concepts emerged includihgick Over Talent, Ambivalent Awareness of Sexism
Prevalence of Subtle SexisprandOvercoming Hurdles. Within the interviews, all
participants endorsed these concepts, which apecalgtained within the answers to the

revised sub-research questions stated previousheichapter.

Sub-Research Question 1 was the followidgw does sexism manifest in the
professional lives of DI collegiate women ADd#s question was addressed in the
Ambivalent Awareness of Sexism concept and Precaleh Subtle Sexism concept. In
the Ambivalent Awareness of Sexism concept, paditis commonly acknowledged
sexism and the problematic nature of sexism ireittd, but they often felt unaffected by
sexism with their current careers. Also, they egpeel concern or confusion about the
definition of sexism or what constitutes as sexisi@arly all participants provided an
ambivalent view on the status of women in athledic$eing better and improved
compared to the past but also needing more imprem&gsmow. In addition to
Ambivalent Awareness of Sexism, participants’ eigrares with sexism are
encapsulated within the Prevalence of Subtle Sexmmaept. Participants indicated that
their perceptions or encounters with sexism wereertkely to be covert and subtle
versus being overt and blatant. Most participaetcdbed an instance of overt sexism

but it tended to be an earlier career experiera® frears prior.
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Sub-Research Question 2 was the followidgw do DI collegiate women ADs
react, respond, cope, and/or resist sexisrhs question was answered within the Luck
Over Talent concept and Overcoming Hurdles condepgarding the Luck Over Talent
concept, participants articulated how they perakieir success in terms of luck versus
talent or skill. Participants commonly externalizedir accomplishments or success in
athletics by referring to career experiences imgeof an opportunity, as a natural
inclination, as happenstance, or being serendipitomature. Also, they frequently
utilized language such as “lucky,” “grateful,” “toinate,” and “thankful” to describe their
feelings toward positive career experiences, acd&ndthin their careers, or experiences
in dealing with sexism. They rarely discussed bdiigiply talented, deserving to work in
a non-sexist environment, or entitled to their gss¢ and instead displayed modesty and
humility around their career experiences. Nexttip@ants’ reactions, responses, and
coping strategies to sexism were also capturedmiitie Overcoming Hurdles concept.
All participants described utilizing strategies farccess in obtaining a top-tier leadership
position in college athletics and coping with sex@and discrimination. Some of these
methods for success and for overcoming hurdlesided developing a sense of hope,
“forgetting” hurtful incidents, forming relationgbs with university presidents, building
strong relationships with women and men alliesngiveg the status quo within their
work environment, and opening doors for other woimenlved in or interested in

athletics.

www.manaraa.com



86

Chapter 5
Discussion and Conclusion

This chapter provides a summary of the researchyding the purpose of the
study, research questions, and methods. In addi@mrapter 5: Discussion and
Conclusion” will discuss a summary of the findiregswell as expand upon their
implications in social justice advocacy, mainstresouiety, and counseling psychology.
Also, the limitations of the research, recommenidégre directions, and final remarks
are presented within this chapter.
Summary

Currently, only 10% of DI collegiate ADs are womerhich subsequently means
that an overwhelming 90% of DI collegiate ADs arermUnfortunately, these numbers
have fluctuated only slightly in the last few deesdThis research aimed to explore the
underrepresentation of women ADs at the DI levéhiwicollege athletic departments.
Based on related literature about the underreptasem of women within athletics and
within leadership positions, it was hypothesizeat #exism contributes greatly to
disparity of women DI collegiate ADs. Given thaétl is minimal research with women
in top-tier positions within college athletic defraents, this study was framed as being
exploratory in nature. Thus, data were analyzddung grounded theory methodology,
which was useful in capturing emerging categorieds @ncepts. The overarching theory
guiding this research was critical feminist thed?grticipants consisted of eight current
women ADs at DI universities. Data were collectathin semi-structured interviews
with participants via telephone and online via Skyjn an attempt to avoid preconceived

notions about participants’ perceptions of sexifr initial sub-research questions were
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proposed. However, as data were being gatheretiGipants expressed varying and
unique interpretations of sexism, discriminatiomd @ppression. As a result, research
guestions were revised to reflect the emergingctor of the data, consistent with
principles of grounded theory methodology.
Main research question:
1. Why are women underrepresented in DI collegiatepdBitions?
Sub-research questions:
1. How does sexism manifest in the professional Infe®I collegiate
women ADs?
2. How do DI collegiate women ADs react, respond, ¢apel/or resist
sexism?
The findings resulted in four concepts that wetgesawithin the experiences of the
participants in this study. First, the concept otk Over Talent represented the notion
that participants felt lucky, fortunate, or sergmigius toward their career success instead
of feeling deserving or attributing their careecsss to talent and skill. Second, the
concept of Ambivalent Awareness of Sexism encapsdilparticipants’ ambivalent
perceptions of sexism within their athletic careditsey recognized sexism as a past and
current problem, but often denied experiencing thieir recent careers and frequently
reported the caveat that it is getting better. @ Hine concept of Prevalence of Subtle
Sexism emerged from participants describing thgdeeences with sexism but more
frequently indicated experiencing it in a “subtfashion as opposed to a blatant manner.
Although some participants reported experiencingriosexism, it tended to have

occurred years ago for them or earlier within tlagiletic careers. Fourth, the concept of
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Overcoming Hurdles was indicative of participars#isategies to combat sexism, manage
barriers, and achieve success within athletics.

These findings provide evidence that sexism ignatieto DI college women
ADs’ career experiences, which could explain thepemiation of women in DI college
AD positions experiencing marginalization. Basedlwse emergent findings, the
researcher proposed a grounded theory to helpiexXpday women engage in navigating
sexism (Seé&igure 1) within their DI college AD positions. Specificgllthe researcher
proposed that throughout their athletic careemtjgi@ants encounter cumulative subtle
sexism, and at times overt sexism, which has bedestablished in the sports’ world
many years prior to their career (Acosta & Carper#@14; Cahn, 1994; Zirin, 2008). In
turn, this can lead to having an ambivalent viewe{ism and/or aligning with a
perspective of feeling lucky, serendipitous, otdoate for their success. These are not
necessarily problematic views to have; howeves, system that favors opposite views, it
can pose challenges for underrepresented grougaeoge or succeed. Then, this can
lead to habituating to sexist working conditionsyieonments, and interactions, such as
the erosion of one’s sense of agency (e.g. comptgda career non-mobility). In
reacting to sexist habituation, participants appeao strive to overcome the hurdles or
barriers by resisting sexism, accepting sexisnspanetimes performing a combination of
both. Also, upon accepting sexism, participantshingxperience a cyclical effect
because acceptance might not directly interrupbtigming encounters with subtle
sexism. Finally, the emergent grounded theory mtmd\avigating Sexism is non-linear

and participants might vacillate among stages.
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The following section further discusses the foueagent concepts (Luck Over
Talent, Ambivalent Awareness of Sexism, Prevalaic®ubtle Sexism, and Overcoming
Hurdles) as well as the researcher’s proposed @nttigeory model (Sdegure 1) for
how DI college women ADs traverse through expesneith sexism.

Discussion of Findings

Cumulative experience of subtle sexisnAs data collection progressed, it
became apparent that all participants had a uragdenuanced narrative of how sexism
manifests itself within their athletics career.tRgpants commonly articulated that their
experiences with sexism happened to be more cowstibtle in fashion. Although some
participants indicated experiences with being dyeliscriminated against because of
their sex (e.g. salary discrimination, unequal vese allocation for coaching needs,
stereotypical gender comments, behavioral micraeggipns, and verbal
microaggressions), overt sexism typically happezaatier in their athletics careers and
prior to their AD tenure. These findings on theyadence of sexism are comparable to
earlier research on sexism. Swim and Cohen (1988gput sexism into three different
manifestations: overt, covert, and subtle. Theg Beenokraitis and Feagin’s (1986)
conceptualization of overt sexism as “unequal aarthiful treatment of women that is
readily apparent, visible, and observable, andbeaeasily documented” (p. 30). Swim
and Cohen define covert sexism as “unequal andfhhtreatment of women and men in
a hidden or clandestine manner” (p. 104). FurtS8aim and Cohen describe subtle
sexism as being similar to covert but delineaté shltle sexism is often unnoticed or
unchallenged because it is perceived to be the worastomary in nature. These results

appear to be indicative of how women ADs will inelly encounter sexism in some
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form (within their career and is no fault of thewn because sexism is ubiquitous and
historically engrained within athletics (Acosta &Penter, 2014; Cahn, 1994; Zirin,
2008). The participants in the current study alétad mostly experiencing subtle sexism
and covert sexism. In their analysis of variouset/pf sexism, Swim and Cohen stated
that perpetrators of covert sexism might expressgender equality sentiments, but then
engage in problematic or undermining behaviors tdwmeaomen that set them up for
failure, which was supported within the findingstieé current study. Clear support for
this finding can be found in Patricia’s accounbefng offered a DI AD position, only to
have the position rescinded, which she perceivdzka®) because of her gender.
Ambivalent awareness of sexismAs a result of experiencing subtle sexism,
participants might strive to make sense of sexiEmey often expressed an awareness of
sexism in the past but nearly always indicated ¢batlitions were improving, have come
a long way, or are “getting better” now. In additigarticipants often acknowledged
sexism in other regions or realms of athleticsdxydressed that they can’t or don't let
sexism affect them. Further, some participantsesgad concern or confusion about the
definition of sexism or why women are treated ddfely within athletics. For example,
Maria indicated,
Well, we’ve made some progress, | think, in thagara lot more to go. But,
certainly, like many places in our society, womea starting to take advantage of
those opportunities and dispel some of the soeidliorms that we have been
constrained by.
Later in the interview, Maria indicated, “I thinkdb feel it [sexism]. But, | don't let it

distract me from what is really important...for meaaeader.”
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Further, when Pam was asked about any barrietscttess within her career, she
reported awareness around being treated differentlygendered manner by her former
employer, but she expressed ambivalence about ¢laaing behind the gendered
treatment. She stated,

Yeah, | mean, you just get that. | worked for dmetdtc director who couldn’'t—

he was very respectful—wouldn’t cuss around mevaasi very conscientious

about that. So, | definitely change the room whgo In there, and I'm the only
female in the room.

Hovden (2010) elaborated on how women in athle@clérship positions are
“prisoners of their gender.” Much of the literatune leadership and gender suggests that
masculine traits such as being a “heroic male idgpéask-oriented, and being action-
oriented are valued in athletics leadership (MadB6; Pfister, 2006). Women often
cannot manufacture these traits, such as beingraithmale.” And in fact, if they are
perceived as being masculine or violating gendemsde.g. too masculine or not
feminine enough), they might experience consequeocbacklash, such as being
labeled as bitchy, pushy, or mouthy (Enns, 2012jrRan & Glick, 2001; Tosone, 2009).
As a result, participants who perceive ambivald@oeerd sexism might be doing so in
order to navigate their own dissonance around searsd still be successful within a
field where male-dominant leadership discoursbesstandard. Tosone (2009) supports
this view that in navigating a corporate patriat@ra/ironment, women might
experience internalized misogyny, which requirestto act in a sexual dissonant
manner to ensure success. Conversely, Peacheyuastth2011) explored leader

effectiveness by examining perceptions of leadersrg DI and DIl female and male
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collegiate ADs. Their results indicated that toméde leaders were evaluated as more
agentic and more communal than top male leades®, Arganizational success was
attributed more to female directors. These conttady findings about gender and
leadership might speak to the ambivalence arouxidreethat was present within this

study’s results.

Luck over talent. After encountering subtle sexism or experiencingpiaalence
around sexism, participants might move to the LOgkr Talent conceptual phase within
the Navigating Sexism conceptual model (Segire 1). All participants thematically
discussed feeling “fortunate,” “thankful,” or “gedtil” for “opportunities” throughout
their careers. Participants were less inclinedttibate their success in their athletic
careers to hard work, merit, or skill. They wersodhesitant to express feeling that they
earned, were deserving of, or were entitled ta ghesition as AD. This was captured
within the Luck Over Talent concept discussed eaiti this paper. For instance, Jackie
indicated the following:

So many people should have had a better chance thdnYou know, | got

lucky. | was mentored by my predecessor and theigest of the college—he

passed away, but he was a great mentor. He wasit 0 hire women.

Exhibiting a modest or gratuitous orientation i$ necessarily a disadvantageous
orientation to have. However, within the realm ofi@ge athletics, in which the vast
majority of leaders are men and the dominant sti/leadership is hierarchical and
patriarchal, modesty can be disadvantageous. tusking workplace-specific sexism,
Szymanski & Moffitt (2012) suggest that there tddi support, direction, or mentorship

for women in navigating the management ranks. Tthesfindings from this study might
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indicate that supports and mentoring for reachimgen management and executive
positions are so scarce in athletics that partidipaxhibited a sense of luck in finding a
mentor, who was perceived as rare or a needldaystack.

Habituating to sexism.After internalizing an orientation of feeling luckgrsus
skilled, participants might consciously or unconssily begin to habituate to sexist
conditions. For example, Alex indicated,

You know, | think that there’ve been lots of tinteat I've been treated

differently because I'm a woman to the benefit. Yowow, like it was a benefit—

in other words, | have opportunibecausd was a woman. To give one quick
example, is the internship that | was in at [Unsis was only for women and

ethnic minorities. So | wouldn’t have even gotteattopportunity if | wasn’t a

woman. And then | was fortunate in the fact thatpeople | worked under had

an inclination to really want to advance women. Andl just had great—I don't,
| don't feel like | was ever was advanced becaimelwoman [I: Mm.]...and

like, thatwas the reason. Because, pretty sure it's ‘cauws#ied hard and I'm

an asset.

As indicated within the “Results” section of thigger, Alex expresses a contradictory
view of her success within athletics. She attributter accomplishments to her hard work
and skill, however, she also indicates some dasbévidenced by the language she
chose to use (e.g. “pretty sure”). Furthermordy@nquotation Alex expresses gratitude
for being afforded the “opportunity” to complete iaternship, which was specifically
implemented in order to improve employment disgdiot women and ethnic minorities

in athletics. To expand upon this further, Alexigotption implies that she feels fortunate
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for having access to only the bare minimum of glsiposition. This finding
demonstrates the extent to which participants batetto sexism in their field as if it is
the norm or the standard. These participants vdeelthg grateful if one single position
is created for them, rather than feel outragedsiratight that the majority of the
available positions are denied to them.

Findings indicate that men might also habituateetdism, and in this study, it
appears that women pay the price. For instanceaAmilicated,

Because generally speaking, historically, the petht hire ADs are trustees,

board of regents, or CEOs. And the majority of therthe past have been men.

And so, they’'re more comfortable in hiring peopke Ithem, although that’s

changing.

Thus, men could be perpetuating the marginalizatsfomomen in athletics based on their
comfort levels with the status quo. A breadth trhture supports the notion of a “glass
ceiling” being a barrier for women striving to adea in the organizational hierarchies of
their careers (Bruckmuller, Ryan, Rink, & Haslar@12; Smith, Caputi, & Crittenden,
2012; Szymanski & Moffitt, 2012).

Participants also seemed to experience an erodese s¢ agency. This might
explain the commonly discussed notion of how cadlegwomen athletic administrators
are overrepresented in compliance and studentcegpasitions within athletic
departments. Also, data were reflective of womeai®er mobility in college athletic
departments being hindered. For example, a nunfl@articipants discussed how

women are often complacent in the “#2” spot, impdythe assistant or associate AD
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position within an athletic department and nothkead AD position. Pam provided data
related to this notion:

When you talk about sexism, those examples stadedng into my mind about

how people have encouraged me that ‘No, being 2h@etison in the department

is the best thing for a woman because of the faamly not having to have the
pressure.” And | was discouraged by a handful oppeagain, ‘It's a tough world
out there to be an AD, Pam, but it's going to beiadred times tougher being an

AD and a woman.” And again [laughs], | just didieten to it, really didn’t

understand it. Now, after sitting in this seatntlarstand it a lot more, but it's

nothing you can’t overcome.

Recent literature does address that habituatisgxsm affects one’s sense of
agency, however, the research was not conductéihvethletic administrations. For
instance, Shapiro, Ingols, O'Neill, and Blake-Be&@09) studied women human
resource managers’ sense of agency. Their findimdisate that women might being
complacent in sub-leadership positions becausekeolieflexible work arrangements,
such as taking temporary leave from work due tgmaecy, caring for children or family
members, or for work-life balance. From a critifehinist view, these concerns are core
and directly related to the status of women andigerquality (Kushner & Morrow,
2003; Rhode, 1990). Organizational environmentddcba interfering with women'’s
ability to strategically make life choices, andghhindering women’s empowerment and
sense of agency (Kabeer, 1999). Thus, collegetathlepartments could be

implementing more gender inclusive practices ardiexdble work arrangements.
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Overcoming hurdles: Resistance to sexisnn response to habituating to
sexism, participants might engage in strategiesdiecess, which was in-vivo coded as
the notion of Overcoming Hurdles in participantareers. In this study, results were
indicative of two main categories in Overcoming #las, including resisting sexism or
accepting sexism. At times, participants engagedldambination of the two categories.
Findings for methods to Overcome Hurdles by resgssiexism were reflective of
participants redefining notions of effective leatep, exhibiting a vigilant awareness to
continue in their positions, carving out a spagefomen, and seizing moments in an
unapologetic manner. Each strategy is discussddtail below. These findings are
congruent with research on stereotype threat. Spalty, Steele, Spencer, and Aronson
(2002) have defined stereotype threat as the fatigw

When a negative stereotype about a group thatopart of becomes personally

relevant, usually as an interpretation of one’sadvér or an experience one is

having, stereotype threat is the resulting sersedie can then be judged or
treated in terms of the stereotype or that one tdglsomething that would

inadvertently confirm it. (p. 389)

Block, Koch, Liberman, Merriweather, and Robers?di(l) provided a structure
for how individual’s respond to stereotype threafilong-term context, including
fending off the stereotype, feeling discouragedh®ystereotype, and being resilient to
the stereotype. The theory in this study of OvernogniHurdles: Resisting Sexism is
comparable with Block et al.’s concept of beinglrexst to the stereotype.

Fashioning new and inclusive narratives for effegg leadership styleSimilar

to the Luck Over Talent concept, participants otgnded a degree of modesty and
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humility in how they viewed their careers, whictpepred to be different compared to
their perception of the corporate leadership méwpttlat is characteristic of the more
dominant leadership style in athletics. From daaitfeminist theory, exhibiting a
leadership style that is characteristic of lesgtlentent and less privilege could be
greatly beneficial to leadership and sportsperspreshwell as help to increase gender
equality, egalitarianism, and inclusiveness. Thisangruent with critical feminist ideals
to strive for social change and the promotion afaditly between sexes (Rhode, 1990). A
modest and inclusive leadership mentality could aks helpful in supporting and
improving the mental health of athletes, diminighihe culture of coaches abusing
players, supporting education for players, andlim#is more collaborative leadership
style could contribute to a healthier work enviramwith higher morale for those
working in DI athletics. Participants cited how deing from the dominant hetero-
patriarchal business style of leadership has bdeardageous for them. However,
participants also described the trend in hiring A®shifting toward hiring people with
business backgrounds. Patricia indicated,
—although the trend now is to hire lawyers, CEQarkating people, fundraisers,
business folks. And this is a business, | undedsthat, but | do think that the
educational value that some of us bring to theetédoim the kinds of backgrounds
we have is extremely important and kind of gettwsg in the whole scheme of
things.
This makes one wonder how varying styles of leddpnill fit in with this trend. The
trend of hiring individuals with corporate leadapshtyles could prohibit equal

representation of women, LGBTQ individuals, andaiagr ethnic minorities within
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college AD positions. In addition, the resistingisen strategy of redefining what
leadership means is reflective of the stereotypsatiresilience strategy of rethinking
one’s own criteria for success at work, which migivblve consciously ignoring others’
standards for evaluation or upward progressiondB&t al., 2011).

Vigilance in retaining her job.Most participants wavered between ambivalent
language around sexism and a ubiquitous narrdistesbunded at times like prepared,
professional-speak. For instance, when asked dbewtatus of women in athletics, a
routine answer involved acknowledging how far worhase come compared to years
ago coupled with the notion that there is stilbag way to go to improve gender parity in
athletics. It seemed difficult for participantsfied balance in celebrating the
accomplishments and progress of women as well @a®i@xng the current status of
women in sports and inequities with a critical learticipants did not singularly
characterize the current status of women in attiets being problematic or
discriminatory. Participants’ commonplace resparmdd be viewed as participants
describing the status of women in athletics frostrangth-based perspective.

Or, this commonplace and at times mechanical negeratight be reflective of a
sound bite designed to assist the participant imtaiaing her current AD position. The
ADs need to appear “neutral” in order to keep tj@ds and represent their athletic
departments in a non-controversial manner. Howevbgproduct of this well-rehearsed
narrative might also be that they are trained tadraplacent and feel comfortable as
second class within their profession. If one expeed00 much awareness of sexism, she
or he may very well be weeded out or may self-selat For example, Patricia appeared

to have higher awareness of sexism in athleticgpened to other participants.
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Coincidentally, she also had the longest careathtetics, spanning four decades, in
comparison to the other participants in this studyer interview, Patricia discussed
being very aware of sexism in athletics throughwartentire athletics career, however,
she reported feeling threatened and having to lguard regarding some of her male
colleagues whom she feared were creating a “bdyls’ @and might attempt to oust her,
despite her long tenure in her position.

Additionally, participants expressed another viewndly some women might feel
complacent in the “#2” spot, which was typicallyassistant, deputy, or associate AD
position. They reported that in the “#1” spot, ead AD position, one experiences much
more criticism, receives public ridicule, and hasake the fall if necessary, even if that
means being terminated from their job. This wasctse that led to Julie Hermann’s
hiring as the AD at Rutgers University, as a restithe former AD resigning amidst
reports of a coach within the department engagireghlete abuse. Patricia reflected on
the onslaught of media attention that Ms. Hermaweived upon her hiring:

And you know, we said it all along, Title IX diddua great job of opening

opportunities for women that they just have so ntaoye opportunities. And

they [hiring committees] don’t see a lot of womeirtg terrifically successful in
the AD’s chair. Just the whole Julie Hermann stoayxd-1 know Julie and | like
her, and I've had her down here on campus andspect her. But, what young
woman is going to look at the Julie Hermann story say, ‘Boy, | can’t wait to

get into that profession.’

The strategy of exhibiting a vigilant demeanor ides to retain an AD position

was not represented in the stereotype threattlileraHowever, this resisting sexism
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finding could be directly related to having a hmgareness of sexism and awareness of
the dominant hetero-patriarchal leadership dis@urkis might speak to the skill and
competence of the AD in being able to navigatectiraplex nature of sexism in athletics
and leadership.

Carving out a space for women.

As referenced within the “Results” section of th&gper, Alex described a tactic
for resisting sexism by directly confronting theeepted norm within her athletic
department of wearing the university’s athletica@bin only men’s sizes. To revisit her

guotation, she said:

You know when | first got there, | had to make suget shirts and all that stuff
with [University] on it. Well, they were all men&hirts. And, were they were my
size? Well, not much because I'm not a man, but wauld fit me. Do you know
what | mean? [I: Yeah] But, | finally had to tetlem, | said, ‘Listen, if you
purchase another shirt for me that’'s a man’s shintgoing to start buying all
women’s shirts. And, | know that you could fit im@men’s XX—a guy, so I'm
going to start buying female shirts. But, I'll bthem the right size for all the men
in here.” And they like look at me like, ‘Haha.” An go, ‘I'm notjoking. This is

a man’s shirt. It's made to be on a man. Don’t Bagther shirt that’s not
designed to be on a woman for me, right? You bmea’s shirt for you, and buy
a woman'’s shirt for me. Do not buy another menigt $br me.” And they're like,

‘Oh my God.’ They didn’t even think about it.

Alex resisted sexism by asserting her power tolehgé the status quo within her

athletic department, which Block et al. (2011) atge as being a stereotype threat
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resiliency strategy. Specifically, they indicatattit can be effective to challenge
negative group stereotypes, such as direct cordtiontin interaction with others.

Seize the moment and be unapologetic about who i Consistent with the
Overcoming Hurdles concept, participants commoeported achieving success in
athletics by seizing an opportune moment, in whigy had awareness that sexist, racist,
or heterosexist factors were at play. Essentiplyticipants expressed that when a crack
in the armor of the majority occurs, that is theatal point in which one can seize power,
regardless of the circumstances. In discussingitivey processes of college ADs, Pam,
who also identifies as a woman of color, capturaesli notion well:

And | don’t think people should be apologetic eitheyou’re in the [hiring] mix

just because it's helping the number, then go éd#st job you can do in the

interview, and it doesn’t matter how you got théree joke is...you think
about...well let’s just take George Bush for instartde’s never apologized for
getting to the place that he is because of higfafrou know? It doesn’'t matter
how you got there or got your opportunity, justdadvantage of it. And if you're
the token female or the token minority, don’t belagetic for it, just take your
opportunity.

Julie Hermann, who was discussed in detail in “@érap,” seemed to be a
shining example of seizing the moment and beingalogetic for obtaining her position
as the Rutgers University’s AD amidst controveilytee participants discussed the
importance of Ms. Hermann’s hiring within theirentiews. Jackie indicated the

following:
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You have to have an opportunity. Somebody—I meaun,ptay with the big

boys...you've got to have a foot in. And | don't thipeople realize how huge

Julie Hermann getting that [DI college AD] positias. And because of all the

barriers that she had to go through, and all tba,know, media and all that. |

mean when you erase all that and you just loolegtyou talk to her, she’s
passionate. She is doing an absolutely wonderfus@far. There isn't a person
who says she's not, you know?

Also, Elizabeth reflected on current DI college Allsng unapologetic and
courageous in being public about their personalcatidiral identities. Elizabeth
referenced Julie Hermann’s courage in publicalgnidfying as being lesbian, “—like
she puts her partner front and center, and | thinould that happen even five years
ago? | don’t know. But we need people who could, psu know—Julie Hermann comes
out....It's just awesome.” The ability to seize themrent and be unapologetic about
identity was congruent with stereotype threat i@sde strategies. For instance, Block et
al. (2011) indicated that exhibiting positive distiiveness about one’s social group as
well as gaining and internalizing a deeper appteridor one’s identity can be helpful
for resiliency over stereotype threat.

Overcoming hurdles: Acceptance of sexisnAs indicated in the previous
section, participants might engage in strategies/&wcome career hurdles or barriers as a
response to habituating to sexism. Once againiniysdrom this study were indicative of
two main categories in Overcoming Hurdles, inclgdiesisting sexism or accepting
sexism, with participants often engaging in a corabon of the two categories. In

describing methods to Overcome Hurdles by accepxgsm, participants described
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feeling a generational dilemma acoimplacency in slow progress, which are described i
further detail below. Further, these strategiesv@rcoming hurdles by accepting sexism
are related to stereotype threat literature. Adogrtb the Navigating Sexism model
presented in this paper (Segure 1), resisting sexism and implementing stereotype
threat resilience strategies can combat and ingesexism, as opposed to accepting
sexism, which might continue to perpetuate sexidawever, resisting sexism and
implementing resilience can be taxing, challengarg] even have consequences for
some. In order to resist sexism or utilize stergetihreat resilience strategies, one would
likely require a high degree of awareness arougedtity, social identity group
membership, oppression, and power analysis (Blbek ,e2011).

Foremothers’ dilemmaPart of the culture of ambivalence toward sexismghmi
be related to an idea of generational resentmeanwy, in that people may not fully
understand how difficult times were prior to Titkeand shortly after. For example,
Patricia, whose athletics career is in its fousthatle and is a self-described ‘Title IX
bra-burner,” discussed feeling defensive aboutatiag resources for women’s sports
within her own athletic department. She said,

And in some ways | hear that from our coaches, soinoeir female coaches.

Like, ‘Why can't | have this and this and this?’ d\hsort of hesitate, and | don’t

want to have a lecture on the history, but | waett to remember that it hasn’t

always been this easy. You know, we’ve really fdiggime battles for you to get

this opportunity and now it's not good enough fouy So back off.

Conversely, Maria, who is much earlier in her dtbtecareer, expressed feeling

dissonance about having only an hour for her lwrelak to exercise and beautify
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herself, compared to her foremothers who were ifighfor equal working conditions and
equal funding. Maria stated:

—if you asked a woman who was trying to be an &theministrator in college

athletics 25 years ago—if you told her that whigiehtified as one of my greatest

challenges is that | can’t go for a run without ingvto do my hair and makeup
and everything [within an hour-long lunch breakgy would laugh at that. They
would probably be ecstatic that that was one obimggest challenges [laughs].

You know? [I: Yeah.] Because the challenges thegde&25 years ago were very

different from what I'm experiencing now, and I'mageful for that.

Progress is moving at a snail's pacglthough helpful, simply achieving equal
numbers of men and women in DI collegiate AD possiwill not solve the problem of
marginalization of women nor ameliorate sexismahege athletics. Mary Jo Kane,
director of the Tucker Center for Research on Ginld Women in Sport at the University
of Minnesota, asserts that Title IX appeared teehaeiped resource allocation for
women but not the status of women in sports. Késtes, “It is one thing to pass a law. It
is quite another to enforce it, particularly whiae taw itself challenges, both structurally
and ideologically, notions of power, prestige, amtbld resources” (2012; p. 3). Many
participants reflected on the positive effectshaf implementation of Title IX in 1972
and expressed that change takes time. For instBace jndicated,

And | think now, it's important for us to help toda students remember about

Title IX because again people are taking it fomged. That now it's not unusual

for girls to play on boys’ teams in the little lesgg, and that would have never

happened before...I think there’s just more focus,remvd we still have a huge—
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a long, long way to go but...And, obviously more wanage going to school
now, and how Title IX opened up not just for atldetut for girls who want to
be engineers and scientists...

However, hasn’t 42 years been long enough? Pastatad the following:

But, the sad thing—and you mentioned it too—whearhe here, | think | was 1

of 22 women in Division | athletics. Nearly two @eles ago, 1 of 22. And now

what, I'm 1 of 32? Nearly two decades and thatsghogress we've made? It's

So, it's so sad.

Patricia’s response reflected the exception tatbee common viewpoint
expressed by participants, who appeared more ceemtland accepting of the
discouraging reality that gender equality in caleghletics is improving at a snail’s
pace. Things are good enough because they are thettethey were years ago, which is
a mindset that can inhibit change. As Kane (20a&icated above, the structural and
ideological “notions of power, prestige, and untadources” are interfering with
change. A critical feminist perspective asserts ¢ixaésting sources of power should be
challenged (Rhode, 1990). Significant change isamy feat; however, current conditions
are ripe for a new shift in power, equivalent tdelX.

Overcoming hurdles: Combination of acceptance andasistance of sexisnit
is notable that six out of eight participants cited National Association of Collegiate
Athletics Administrators (NACWAA) as being helpfigr them in Overcoming Hurdles
to cope with sexism or succeed at some point iim taeeers. Upon closer examination of
this organizational support, it appeared to be belpful and problematic in navigating

sexism.
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Organizational supportAs participants in this study expressed, it setras
NACWAA has been beneficial in uniting and centrigzwomen and men allies in
college athletics for the purposes of peer supparger support, career education,
networking, and professional growth, which is calito women’s career success in
management (Szymanski & Moffitt, 2012). The actdrusing NACWAA as a tool to
overcome career hurdles might also be comparaliteststereotype threat resilience
strategies of taking collective action to changedbntext as well as exhibiting positive
distinctiveness, which includes identifying favadehttributes of one’s social identity
group. Also, an individual can experience empowetméen they know they are not
alone in a struggle (Block et al., 2011).

However, NACWAA seems to be pushing a White, hepatriarchal, and
capitalistic perspective, as evidenced by the ngesseommunicated to NACWAA
members via their e-mail listserv, literature, wegsand online blog. For instance, in a
recent blog post, NACWAA (2014) cites an Ernst &ing report (EYGM Limited,
2013) in which they assert that women are the 8srgmerging market in the world.” In
their blog, NACWAA uses the commodification of womas justification to hire women
for positions of leadership. Also, NACWAA chose thwok,Lean In as the theme for
their organization for 2013. Withibean In Sheryl Sandberg pontificates methods for
successful leadership for women within western ae@pons. NACWAA sculpted
workshops, events, and literature aroluedn In Debi Hemmeter, cofounder of the
organization, Lean In, and LeanIn.org, was eveitédvas a keynote speaker at'34

Annual NACWAA Convention in 2013 (NACWAA, 2014).
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At times, Ms. Sandberg’s book exhibits a blaming pathologizing attitude
toward women. Instead of striving to acknowledgenga’s effectiveness, reinforce the
leadership abilities women already have, or exphane men could be perpetuating
oppression, Ms. Sandberg scolds women for not hegaorrectly and not knowing
better. In the following excerpt, Ms. Sandberg diées a “watershed moment” for her in
which she hosted a professional meeting with forch&. Secretary of the Treasury,
Timothy Geithner. She writes lrean In

Our invited guests, mostly men, grabbed platesfand and sat down at the large

conference table. Secretary Geithner’s team, atherg took their food last and

sat in chairs off to the side of the room. | mo&drfor the women to come sit at
the table, waving them over so they would feel weled. They demurred and
remained in their seats. The four women had evghy to be at this meeting, but
because of their seating choice, they seemed pi&etators rather than
participants. | knew | had to say something. Serdfie meeting, | pulled them
aside to talk. | pointed out that they should hsakat the table even without an
invitation, but when publicly welcomed, they mosttainly should have joined.

(2013; pp. 27-28)

In her anecdote, Ms. Sandberg does not considevdheen’s behavior in the
meeting as potentially being a reflection of SeameGeithner’s leadership style. Instead,
she appears to reprimand the women for not beisgrtage and for not having the
intelligence to “sit at the table” when given towkat Ms. Sandberg perceived as not
one, but two chances to do so. She essentiallyseeassert that White, hetero-

patriarchy leadership is the norm and the stanihaibdisiness, and there is little room for
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different styles of leadership or decision-makiHgr message to women appears to be:
“Lead more like White, straight men.” bell hookpports a critical stance on Ms.
Sandberg’s book. In her ess@yg Deep: BeyondLean In” (2013), hooks critiquesean
In by asserting, "Sandberg uses feminist rhetore fasnt to cover her commitment to
western cultural imperialism, to white supremacaggtitalist patriarchy." Furthermore,
Ms. Sandberg’s message could be dangerous as slaehigh degree of social access and
mainstream influence by proxy of her current positas chief operating officer of
Facebook, the online social media networking setvic

One wonders howean Inwould change and be improved with a critical land
strength-based approach as opposed to a deficiséacapproach. Additionallizean In
is far from applicable to all women. The book seémise geared toward corporate
applicability and is written from the perspectiiead/Vhite, heterosexual, highly
educated, socioeconomically-privileged woman. Ttengles Ms. Sandberg paints for
women in the book often appear to be heteronormagixclusive to individuals with
higher socioeconomic status and social capital,disrdissive of differences in race or
ethnicity. In regards to the present study, paréinis who participate in NACWAA could
also be habituating to sexist circumstances, as WA& could be perpetuating sexism
by encouraging women athletic administrators td@on or adapt to the dominant
White, hetero-patriarchal style of leadership fhextvades college athletics.
Limitations

There are a handful of limitations to this studyst it would have been
beneficial to examine other areas of inequalityhwitcollege athletics and leadership

positions, such as racism, heterosexism, homophabdableism. Although this study
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acknowledged other existing forms of oppressiocoilege athletics and some
participants discussed other forms of inequaltigse topics could not be explored
rigorously due to the complex scope of intersectomics, which would require
additional time and resources unavailable to tseascher. A second limitation was that
the participant sample was small and could haviediedd more participants. However,
this was challenging because recruitment effodsired snowball sampling through
referrals and took several months to obtain eightigpants. Given the limited amount
of time for this dissertation research, the redearoeeded to set limits with recruitment
and the number of participants. Third, although sauoitural diversity was achieved
within the sample of participants, it would havebeadvantageous to have greater
participant diversity by geographic region, radahatity, religion, and sexual orientation.
A fourth limitation was that all data were obtaingd self-report as opposed to other data
sources affiliated with DI women ADs (e.g. supee@s or supervisors), which could
have strengthened triangulation of data as watlaliy, although participants were given
the option to participate in an interview in persseven participants opted for the
interview to occur via telephone, and one particigapted for the interview to occur
online using Skype. If interviews had been in perdbe participant responses and
dynamic of the interview might have changed or ioved, as this might have created a
safer, more personable, or more comfortable int@rgetting. However, time and
financial resource limitations prevented intervieivesn transpiring in person.
Implications for Counseling Psychology Practice, Reearch, and Advocacy

This timely research could help inform counselisgghologists both as

practitioners and researchers. Specifically, coimg@sychologists who engage in
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vocational counseling could benefit from this stualy it could inform their practice in
working with girls and women who are involved ihlatics or who are striving for a
career in athletics. For example, a counselinglpslpgist could provide
psychoeducational information to clients aboutghevalence of subtle sexism within
college athletics employment. It would be helptukhgage in clinical discussions
providing language, tools, and supports to coph siitbtle sexism and work through
ambivalent awareness of sexism. Also, this reseavald help counseling psychologists
in practice by heightening their awareness of oggve factors (e.g. sexism, racism,
heterosexism, ableism, etc.) that exist in thetspatorld. Counseling psychologists who
view sports as a neutral topic that is inclusivalbpeople risk harming the well-being of
a client because they could commit microaggressiextsbit a dismissive attitude,
compromise the integrity and strength of the theutip relationship, and create an
unfavorable power difference within the therapyalyic. Instead, counseling
psychologists can actively challenge their own agstions and the mainstream view that
sports are neutral and inclusive in nature. Coumggisychologists can validate client
experiences with marginalization or discriminatiorsports. They can also provide a
non-judgmental and validating therapeutic environtn@ which to critically examine
client concerns around oppression from a multicaltlens.

In addition to practice, the findings from thisdyuare applicable to future
counseling psychology research. The researchestfeligly that this study focus on
women’s voices, as they have been marginalizegons for centuries and for the last
century in college athletics. However, additioredearch could include the voices of men

collegiate ADs, who could provide their perceptiohsvhy women are
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underrepresented, their awareness of sexism,ataireness of their privileges as men in
athletics, and solutions to improve inequality allege athletics. Additionally, AD
positions are not the only leadership positionsiwitollege athletics. Future studies
could benefit from examining women in organizaticedministrator positions such as
NCAA commissioners, chiefs, or conference directdssnoted previously, it would be
useful to critically examine other forms of mardination and oppression that occur in
leadership positions in college athletic departmeatlditional research could examine
racism, heterosexism, homophobia, or ableism asithdhl topics or in an intersectional
manner. Analysis of varied forms of oppression douéld similar results or look very
different compared to the current study.

Finally, within the field of counseling psycholognd in other academic fields,
this research could be beneficial in informing fetstudies related to the negative effects
that sexism in athletics has on collegiate AD’s takhealth, well-being, and career
development. Additionally, a few participants imstetudy discussed the importance of
relationships with university presidents. Additibresearch could examine the type of
relationships (e.g. cohesive or disjointed) thhtetic departments have with university
presidents and other areas of the university éegdemic support). This research could
also provide essential information for future sasdéxamining resource allocation in
collegiate and professional sports empires asasdlibr revising legislative efforts (e.g.
Title 1X) to support women'’s sports.

Concluding Remarks
Although sexism has been defined and exploredanymvays, such as being

overt, covert, and subtle (Swim & Cohen, 1997), enak mistake that it is still sexism.
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Sexism is a current insidious problem in colleddadics as well as within the national
and international sports’ realm. One participafenred to athletics as “the last bastion
for women to be treated equally with their malerdegoarts.” Sports involve complex
intersections of socio-cultural factors, which I¢adnjustice and oppression of
marginalized groups. The sports’ world appearsetthle perfect storm of sexism,
heterosexism, homophobia, racism, and ableisnstistfins oppression, capitalism, and
White supremacy, to which society often gives a fvass. Although a growing number
are calling for changes in college sports, inclgdime decoupling of athletics from the
academy, paying athletes from DI schools, revigitmplications of Title 1X, or

adjusting the pay structure for ADs compared witiecs in the academy, college sports
remain relatively unchallenged decade after de¢Adesta & Carpenter, 2014). This
complacency and acceptance of the status of wometaer oppressed groups in
athletics is problematic and unacceptable for chang conditions to occur.

The notion that more women in positions of powet high-level management
within athletics will be sufficient to amelioratexdsm and achieve equality is idealistic
and unrealistic. Parity in numbers is just one st@gard gender equality in college
athletics. Equal numbers in employment does nothnegaal power within an
organization. The nature and type of position aveial in considering when analyzing
gender equity within college athletic departmehtgplementing more systemic changes
could be helpful in addressing the trickle-dowreet$ of leadership on organizational
culture and affect intra-cultural changes withinletic departments (Cohen, 2007,
Szymanski & Moffitt, 2012). A recommendation is tfétle IX be reexamined from an

employee level and not just at the athlete lewgjarding equal funding for athletes. This
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could help in interrupting the cycle of women bepigeon-holed into compliance
positions, student service positions, and positignsre women do not work directly
with finances or make leadership decisions.

In addition, women are redefining what it meanbeéemployed in athletics, and
subsequently establishing a grander vision of lesddie. Current models of leadership
involve legacy and entitlement based on White loepatriarchy, which can lead to
oppressive and unsupportive conditions for those are not in a position of privilege.
To continue growth, men can become educated abeiutgrivileges, relinquish and
share power, and accept there is no “one sizalfitstyle of leadership.

Organizations such as NACWAA, who are uniting woraed men allies in a
concerted effort to empower women and improve tigetrepresentation of women in
college athletic leadership positions, are on itpet path. However, NACWAA could be
consulting with counseling psychologists who argaging in vocational psychology
research, practice, and consultation. As suchydsisarch strived to heighten awareness
and pique interest around gender equality as wgdbeaa useful tool to end sexism in

athletics and beyond.
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APPENDIX A

Interview Protocol

e In order to voluntarily agree to take part in tsigdy, you must verbally agree.
You may withdraw at any time. You are not givingarp of your legal rights by
agreeing. Your verbal agreement indicates thathaue read or had read to you
the entire consent form, including the risks anddfis, and have had all of your
guestions answered, and that you are 18 yearseobragider.

e Do you understand and agree to voluntarily paritgpn this study?

e Do you understand and agree to this interview bairdjotaped, and to the use of
this audiotaped interview in the research?

¢ Do you have any questions before we begin thevigef?

1. How did you become an athletic director?
2. In your opinion, how do you think women are véglnin sports?
a. How do think women are viewed in college atbldepartments?

3. Was there ever a time in athletics in which wase specifically treated
differently because you are a woman? If so, pleaseribe.

a. How did this affect you?

4. Do you feel there are barriers for women invdlueathletics? If so, please tell
me about them.

a. Do you feel there are barriers for women ADsblfplease tell me
about them.

b. Have you experienced any barriers throughout gmployment in
athletics?

c. Can you share any examples that really stantboybu?
d. What do you attribute these barriers to?

e. Do you think any of these barriers were dusetasm?
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5. What supports and motivators are helpful for warm athletics?
a. What supports have been helpful for you as aamwAD?
b. What do you attribute these supports to?

6. Do you feel that sexism is present within thertsg world? Why or why not?
a. Can you share any examples that really stantboyou?

b. Do you feel that sexism is present within cal@ghletics? Why or why
not?

c. Do you feel that sexism is present within cadleghletic departments?
Why or why not?

7. Why do you think more women are not in athldirector and decision-making
positions in athletics?

8. In general, what do you think has helped wommeeed in athletics (e.g. now
compared to decades ago)?

9. What do you think needs to happen in the futoréhe gender inequities in
sports to improve?

10. Is there anything else that you would likehiare that you feel is important to
the research?
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APPENDIX B

UNIVERSITY OF WISCONSIN — MILWAUKEE
CONSENT TO PARTICIPATE IN RESEARCH
ATHLETIC DIRECTOR CONSENT

1. General Information

Study title:
Women Collegiate Athletic Directors’ Perceptions of Sexism and Career Experiences

Person in Charge of Study (Principal Investigator):
My name is Dr. Nadya Fouad. | am a Distinguished Professor in the Department of Educational Psychology
at the University of Wisconsin-Milwaukee.

2. Study Description

You are being asked to participate in a research study. Your participation is completely voluntary. You do
not have to participate if you do not want to.

Study description:
The purpose of this study is to explore the perceptions of women collegiate athletic directors regarding
sexism in athletics as well as their career experiences.

This research is being done because few studies have examined the experiences of women collegiate
athletic directors, and none have focused solely on women athletic directors from Division | colleges. This
study will help us understand collegiate women athletic directors’ career experiences and perceptions of
sexism as well as contribute to a growing body of literature on women in athletic director positions. The
study will also help to contribute to social change and transformation of inclusivity within the sports
world.

One interview will take place in-person at your office or at a private on-campus location (e.g. reserved
library room). Should interviews not be able to be completed in-person, interviews will be conducted via
telephone or Skype. Your participation will take approximately 45 to 120 minutes. Approximately 8
athletic directors will participate.

3. Study Procedures

What will | be asked to do if | participate in the study?

If you agree to participate, you will be asked to meet with Ashley Kies, who is my advisee and a counseling
psychology doctoral student conducting her dissertation research. You will meet at your office or at a
private on-campus location (e.g. reserved library room) for an interview. Should the interview not be able
to be completed in-person, it will be conducted via telephone or Skype.

Interviews will include approximately 20 questions. To ensure confidentiality, you will be asked to choose
a pseudonym or a number that will be incorporated into study results. Your participation will take
approximately 45 to 120 minutes.

With your permission, we will record your voice during the interview with a tape recorder. The recording

will be done to make sure we accurately record your views. If you do not want your voice recorded,
please let the researchers know and we will write down your responses on paper instead.
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4. Risks and Minimizing Risks

What risks will | face by participating in this study?

The potential risks for participating in this study are minimal. There is a small possibility that you will
experience psychological effects. For example, you may feel emotional discomfort when discussing your
experiences with the researcher. If you are asked a question that you do not want to answer, you do not
have to answer that question.

5. Benefits

Will | receive any benefit from my participation in this study?
You might benefit from an increased well-being as well as helping advance research with women in
athletic leadership positions.

6. Study Costs and Compensation

Will | be charged anything for participating in this study?
You will not be responsible for any cost of taking part in this research study.

Are subjects paid or given anything for being in the study?
You will not be compensated for taking part in this research study.

7. Confidentiality

What happens to the information collected?

All information collected about you during the course of this study will be kept confidential to the extent
permitted by law. We may decide to present what we find to others, or publish our results in scientific
journals or at scientific conferences. Only the Pl and research team will have access to the information.
However, the Institutional Review Board at UW-Milwaukee or appropriate federal agencies like the Office
for Human Research Protections may review this study’s records.

You will be identified on tape or on paper with a pseudonym or number. Your name will not appear
anywhere and no one will know about your answers except the Pl and the research team.

Within a week after the researcher, Ashley Kies, meets with you, the voice recordings of the activities will
be typed word for word by the research team. The recordings will be erased immediately after this is

complete. The transcripts of the recordings will be stored in a password-protected computer.

All of the information collected for this study will be destroyed when the study is complete.

8. Alternatives

Are there alternatives to participating in the study?
There are no known alternatives available to you other than not taking part in this study.

9. Voluntary Participation and Withdrawal

What happens if | decide not to be in this study?
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Your participation in this study is entirely voluntary. You may choose not to take part in this study. If you
decide to take part, you can change your mind later and withdraw from the study. You are free to not
answer any questions or withdraw at any time. Your decision will not change any present or future
relationships with the University of Wisconsin-Milwaukee. The investigator may stop your participation in
this study if they feel it is necessary to do so.

10. Questions

Who do | contact for questions about this study?
For more information about the study or the study procedures or treatments, or to withdraw from the
study, contact:

Nadya A. Fouad, Ph.D.

University Distinguished Professor and Chair

Department of Educational Psychology

PO 413

University of Wisconsin-Milwaukee

Milwaukee, WI 53201

(414) 229-6830

Who do | contact for questions about my rights or complaints towards my treatment as a research
subject?
The Institutional Review Board may ask your name, but all complaints are kept in confidence.

Institutional Review Board

Human Research Protection Program
Department of University Safety and Assurances
University of Wisconsin — Milwaukee

P.O. Box 413

Milwaukee, WI 53201

(414) 229-3173

11. Signatures

Research Subject’s Consent to Participate in Research:

To voluntarily agree to take part in this study, you must sign on the line below. If you choose to take part
in this study, you may withdraw at any time. You are not giving up any of your legal rights by signing this
form. Your signature below indicates that you have read or had read to you this entire consent form,
including the risks and benefits, and have had all of your questions answered, and that you are 18 years of
age or older.

Printed Name of Subject/ Legally Authorized Representative

Signature of Subject/Legally Authorized Representative Date

Research Subject’s Consent to Audio/Video/Photo Recording:
It is okay to audiotape me while | am in this study and use my audiotaped data in the research.

Please initial: Yes No
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Principal Investigator (or Designee)
| have given this research subject information on the study that is accurate and sufficient for the subject to
fully understand the nature, risks and benefits of the study.

Printed Name of Person Obtaining Consent Study Role

Signature of Person Obtaining Consent Date

www.manharaa.com




131

APPENDIX C
UNIVERSITYof WISCONSIN
UWMILWAUKEE e
:ﬁ IRe’;sfdamill\‘i:setrator
® . . Institutional Review Board
Department of University Safety & Assurances Engelmann 270
P. O. Box 413
Milwaukee, WI 53201-0413
. 414) 229-318Dh
New Study - Notice of IRB Exempt Status 5414; 229-672?;1x0ne

http://www.irb.uwm.edu
ricej@uwm.edu
Date: March 28, 2013

To: Nadya Fouad, PhD
Dept: Educational Pscyhology

Cc: Ashley Kies

IRB#: 13.348
Title: Women Collegiate Athletic Directors’ Percigpts of Sexism and Career Experiences

After review of your research protocol by the Umaity of Wisconsin — Milwaukee Institutional
Review Board, your protocol has been granted Ex&tattis undeCategory 2as governed by
45 CFR 46.101(b).

Unless specifically where the change is necesseagliminate apparent immediate hazards to the
subjects, any proposed changes to the protocol meustviewed by the IRB before
implementation. It is the principal investigator&sponsibility to adhere to the policies and
guidelines set forth by the UWM IRB and maintaioger documentation of its records and
promptly report to the IRB any adverse events whitfuire reporting.

It is the principal investigator’s responsibility adhere to UWM and UW System Policies, and
any applicable state and federal laws governinigities the principal investigator may seek to
employ (e.g.FERPA Radiation Safety\WM Data SecurityUW System policy on Prizes,
Awards and Giftsstate gambling laws, etc.) which are independéiRRB review/approval.

Contact the IRB office if you have any further dimss. Thank you for your cooperation and best
wishes for a successful project

Respectfully,

7 7
Y ///(/4( /< Wete
Jessica P. Rice
IRB Administrator
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APPENDIX D

UNIVERSITYof WISCONSIN Jessica Rice

IRB Administrator
Institutional Review Board
'-_/__] Engelmann 270
P. O. Box 413
—
= R Milwaukee, WI 53201-0413
Department of University Safety & Assurances (414) 229-3187hone
(414) 229-6729ax

e . . http:/A Lirb. .ed
Maodification/Amendment Notice of IRB Exempt Status riilé’»@“mn';dﬂwme !

Date: May 8, 2013

To: Nadya Fouad, PhD
Dept: Educational Psychology

Cc: Ashley Kies

IRB#: 13.348
Title: Women Collegiate Athletic Directors’ Percigpis of Sexism and Career Experiences

After review of your proposed changes to the redeprotocol by the University of Wisconsin —
Milwaukee Institutional Review Board, your protostill meets the criteria for Exempt Status
underCategory 2as governed by 45 CFR 46.101 subpart b, and yotoqwl has received
modification/amendment approval for:

e Minor revisions to survey questions

e Change consent procedures to emailing consent datation and then obtaining
verbal consent at the time of the interview

¢ Change in study end date

e Change in data collection procedures- participasitchoose number or
pseudonym, if don't consent to taping, hand writtetes will be taken

Unless specifically where the change is necessagliminate apparent immediate hazards to the
subjects, any proposed changes to the protocol beustviewed by the Institutional Review
Board before implementation.

Please note that it is the principal investigatog'sponsibility to adhere to the policies and
guidelines set forth by the University of WisconsiMilwaukee and its Institutional Review
Board. It is the principal investigator's resporilgipto maintain proper documentation of its
records and promptly report to the Institutionalieer Board any adverse events which require
reporting.

Contact the IRB office if you have any further cfieass. Thank you for your cooperation and
best wishes for a successful project.

Respectfully,

Jessica Rice
IRB Administrator
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APPENDIX E

UNIVERSITYof WISCONSIN

UWMILWAUKEE
==

.Why aren’t more women working as
Division I athletic directors?

K3

« We invite you to participate in a national dissertation research
study, in which Division I women ADs are being interviewed about
their career experiences and views on gender in athletics.

« Less than 8% of Division I ADs are women, despite nearly 14,000
women being employed in college athletics. So why aren't more
women working as Division I ADs in college sports? We are eager
to hear your perspective!

Research Details:

TIME: We know your time is valuable. The interview will be 45-75
minutes and can be in 2 sessions if preferred.

e INTERVIEW: The interview will take place with the researcher (Ashley
Kies) via phone, Skype, or in-person (whichever is most convenient). A
copy of the interview questions can be provided prior to the interview.

Ashley Kies, M.S.
NACWAA Member
Doctoral Candidate, Cor
Psychology

ept. of Educational Psyz
iversity of Wisconsin-

e CONFIDENTIALITY: The interview is completely confidential. No
individual participant is ever identified with her research information.

e BENEFITS: You will be playing an important role in helping advance
women in athletics, as well as contributing to a growing body of research
on women in athletics and women in leadership positions. Also, you
might enjoy reflecting on your career to date.

. Fouad, Ph.D. ABPP

Distinguished

d Chair

lucational Psychology

e ACCURACY: The interview is tape recorded to ensure accuracy of
information. You will have an opportunity to view a transcript of the
interview to ensure accuracy of information and/or add any information.
(If you decline to be tape recorded, responses are written down.)

e OTHER INFO: Risks are considered minimal. There is a small
possibility that you will experience emotional discomfort (e.g. describing
a challenging event within your career). You may withdraw from the
study at any time without penalty.

/Pleasecontaa us with questions or to schedule an interview! '

alkies@uwm.edu|-|nadva@uwm.edu
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APPENDIX F
Ambivalent
Awareness
of Sexism
Cumulative Overcoming
Experience Hurdles:
oé Sgbtle Resistance
exism % ﬁ to Sexism
Luck Over == | Habituating
Talent to Sexism
Overcoming
Hurdles:
Acceptance
of Sexism

Figure 1 Visual model of emergent grounded theory of natitgy sexism.
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