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The killing of George Floyd, and other African Americans, has sparked a social movement with 
respect to structural racism around the world. Almost every industry in corporate America has felt 
compelled to respond in some way. For FBS college sports, while every institution is different based on 
a number of factors, including geography and resources, the commitment to diversity and opportunity 
should be foundational. 

To that end, in late August 2020, LEAD1 Association (“LEAD1”), the association that represents 
the 130 member athletic departments of the National Collegiate Athletic Association (NCAA) Division I 
Football Bowl Subdivision (FBS), created a working group, comprised of its athletic directors, athletic 
administrators, as well as other practitioners, to examine issues related to diversity, equity, and inclusion 
in college sports.  

Over the past several months, the working group, co-chaired by Sean Frazier, the Associate Vice 
President and Director of Athletics at Northern Illinois University, and Dr. China Jude, the Senior 
Associate Athletics Director for Administration and Senior Woman Administrator (SWA) at the 
University of Wyoming, explored initiatives to strengthen senior leadership pipelines, expand 
professional development opportunities, influence legislation that supports underrepresented 
populations, and recommend strategies of accountability in FBS college athletics. The working group 
was divided into five subcommittees including: (1) Hiring, Retention, and Advancement; (2) Training, 
Education, and Mentorships (3) Strategic Initiatives; (4) Political Considerations; and (5) Cultural 
Considerations.  

The following recommendations from our working group provide an actionable plan for FBS 
college sports to help create more opportunities for people of color (including African Americans, 
American Indians, Alaska Natives, Asians, Native Hawaiians/Pacific Islanders, and Hispanics/Latinos) 
to advance through the ranks, thereby increasing diverse senior leadership in FBS college sports. It 
should be noted that these recommendations may also apply towards other demographics, including 
LGTBQ+, international persons, persons with disabilities, and people who identify with multiple 
marginalized identities (such as people of color with disabilities).   
 
Executive Summary:  

In order to create more diverse senior leadership in NCAA Division I Football Bowl Subdivision 
(FBS) college sports, we recommend ten actions:  

(1) Entities within NCAA Division I college sports, including the NCAA, College Football Playoff 
(CFP), and FBS conferences should take greater responsibility, through the use of their platforms 
and resources, to help rectify racial disparities;  

(2) The enterprise of FBS college sports, whether through head coach, athletic director, or 
conference commissioner employment contracts, should tether diversity hiring to financial incentives;  

(3) FBS college sports should create a highly selective, year-round, diversity program that can 
help sponsor more diverse senior-level candidates;  

(4) FBS conferences should each create an annual summit with a concerted effort of exposing 
entry-level and mid-level people of color to key stakeholders;  

(5) The NCAA should create a national mentorship program, particularly for people of color, 
given the proliferation of virtual technology;  

(6) Search firms and institutions should seek to follow certain basic principles to help people of 
color through the search process, and a “scorecard” should be created to grade relevant search firms 
based on their annual success in presenting a diverse final candidate list to institutions;  
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(7)  The NCAA should create an added layer of attestation with respect to college sports leaders 
receiving requisite training related to diversity, equity, and inclusion, particularly with regard to 
implicit bias;  

(8) The Athletics Diversity and Inclusion Designee (ADID), typically within FBS athletics 
departments, should also receive the requisite training; and FBS athletic departments should be 
graded with respect to their training and education programs;  

(9) ADIDs should be given the power to influence and shape policies within the athletic 
department and across campus, in substantial collaboration with campus administration, including 
with respect to responding to student-athlete demands; and  

(10) Athletic departments should take recommended measures to further improve diversity, 
equity, and inclusion on their campuses, particularly regarding cultural issues. 
 

I. FBS Governing Entities Taking Greater Responsibility and the Enterprise Incentivizing the 
Hiring of People of Color  

There are several collective groups of leaders in college sports, who through both authority, and the 
leverage of resources, have the power to influence the ideals of FBS college sports. Through our several 
month process of creating this white paper, our working group referred to these individuals collectively 
as “influencers.” In FBS college sports, examples of influencers include football and men’s basketball 
coaches, long-standing athletic administrators, athletic directors, conference commissioners, senior-level 
NCAA staff, football bowl directors, and others, including university presidents, chancellors, trustees, 
search firms, high net worth donors, and College Football Playoff (CFP) leaders. Because inaction and 
acceptance of the status quo can be just as debilitating to the advancement of people of color as 
ineffective policies, it is crucial that influencers recognize themselves as such.1 Notwithstanding our 
recommendations, it should be highlighted that the CFP, in particular, has the platform and opportunity 
to promote significant change.  

Coupled with the critical role of influencers, from the board of trustees down to mid-level 
administrators, college sports is predominantly controlled by a singular demographic – White males. 
Within the FBS, for example, in 2019, 83 percent of presidents and chancellors were White males. 
Seventy-nine percent of FBS athletic directors were White males.  Eighty-five percent of FBS head 
football coaches were White males. Only 27 percent of FBS head football coordinators (offensive and 
defensive) were people of color. Eighty-one percent of FBS Assistant Directors of Athletics were White, 
and 83 percent of FBS Associate Directors of Athletics were White. In stark contrast, 65 percent of FBS 
football student-athletes were people of color.2  

Moreover, in FBS college sports, power is often consolidated in the hands of a small number of 
people. If there is a decision-making meeting, for example, influencers will often have a “meeting before 
the meeting” to make the decision – and that meeting is typically with other people who look like 
“them” given that the vast majority of these leaders are White men (this reality is oftentimes 
subconscious; see more on implicit bias below).3   

 
1 See What is the Collegiate Coaching Diversity Pledge?, ADU, (last visited December 1, 2020) 
https://www.athleticdirectoru.com/collegiate-coaching-diversity-pledge/; Presidential Pledge, NCAA, (last visited December 
1, 2020) http://www.ncaa.org/about/resources/inclusion/ncaa-presidential-pledge; See also Myron Medcalf, Advocates ask 
Pac-12 to look at rule to diversify coaching searches, ESPN, (September 1, 2015) https://www.espn.com/mens-college-
basketball/story/_/id/13558719/advocates-ask-pac-12-consider-rooney-rule-college-athletics. 
2 NCAA Demographics Database, NCAA, (last visited December 1, 2020) 
http://www.ncaa.org/about/resources/research/ncaa-demographics-database.  
3 See Ibram X. Kendi, How to Be an Antiracist (August, 2019) https://www.ibramxkendi.com/how-to-be-an-antiracist-1; 
Brene Brown, Dare to Lead (2020) brenebrown.com/daretolead;  Herminia Ibarra, Want More Diverse Senior Leadership? 
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Cultural norms also exacerbate the disparity between White male leadership and their constituents, 
the generally diverse student-athlete population. For too long, cultural markers including hairstyle, 
religious beliefs, dress attire, and manner of speaking, have led to evaluations based on stereotypes. 
Because of this, people of color generally must assimilate in order to advance, given that complying 
with social norms generally makes people seem less threatening and more trustworthy.4 Consequently, 
more education must be provided to mitigate such superficial evaluations.  

The issue is, therefore, how FBS college sports can become more inclusive, particularly with regard 
to helping place more people of color into senior leadership positions. To do nothing would be to simply 
kick the can down the road. 

Recommendation One: Because of the legal hurdles associated with mandating the hiring of 
people of color, whether as coaches or athletic administrators, entities within NCAA Division I 
college sports, including the NCAA, College Football Playoff (CFP), and FBS conferences should 
take greater responsibility, through the use of their platforms and resources, in order to help rectify 
racial disparities.  
 First, it needs to be acknowledged that “Pledges” that have been created whereby influencers 
commit their schools to achieving diversity in their hiring practices have simply not led to any 
significant increase in people of color being represented in leadership positions. The issue is not whether 
Pledges can serve as an effective method to improve hiring, but rather that Pledges often do not go far 
enough in terms of imposing penalties or rewards. In fact, Pledges can be an important 
acknowledgement that the current hiring process in FBS intercollegiate athletics results in few diverse 
leaders being hired, as well as, under legal precedent, in demonstrating a commitment to diverse hiring 
guidelines. In order to improve outcomes, however, our strategies as an FBS college sports industry 
must go beyond mere Pledges. There must be tethered actions that support the goal of effecting diverse 
hiring.5 
 Second, our working group considered the pros and cons of the “Rooney Rule,” a policy that the 
National Football League (NFL) adopted in 2003, which mandates that every NFL team interview at 
least one diverse candidate, or else be subject to a monetary fine. In term of the pros of the Rooney Rule, 
the NFL has provided a blueprint for other entities to follow, like in corporate America, where 
companies including Facebook, Pinterest, Intel, Xerox, and Amazon, have instituted their own versions 
of the rule.6 In addition, since the state of Oregon passed a comparable policy, which requires state 
schools to interview at least one qualified diverse candidate for all head coach and athletic director 
openings, there have been some tangible results as evidenced by the increase in the number of African 
American football coaches, and athletic directors in some of its state schools. It is also worth noting that 
the West Coast Conference (WCC) recently adopted the “Russell Rule,” as the first conference-wide 
hiring commitment in NCAA Division I.7 

 
Sponsor Junior Talent, Harvard Business Review, (October 9, 2020) https://hbr.org/2020/10/want-more-diverse-senior-
leadership-sponsor-junior-talent; See also Michelle King, Is Office Politics a White Man’s Game?, Harvard Business 
Review, (September 12, 2018) https://hbr.org/2018/09/is-office-politics-a-white-mans-game. 
4 Tori DeAngelis, Unmasking ‘racial micro aggressions,’ American Psychological Association, (Feb. 2009) 
https://www.apa.org/monitor/2009/02/microaggression; See Ashley W. Doane, White Out: The Continuing Significance of 
Racism, (Aug. 2003).  
5 Presidential Pledge, supra note 1; Deborah C. Malamud; The Strange Persistence of Affirmative Action Under Title VII, 
West Virginia University The Research Repository, (Sept. 2015) 
https://researchrepository.wvu.edu/cgi/viewcontent.cgi?article=1057&context=wvlr. 
6 Jason Reid, Rethinking the NFL’s Rooney Rule For More Diversity At the Top, Five Thirty Eight, (May 20, 2016) 
https://fivethirtyeight.com/features/rethinking-the-nfls-rooney-rule-for-more-diversity-at-the-top/. 
7 Adam Rittenberg, Oregon law on hiring minority college coaches works, so why isn’t it used elsewhere, The Undefeated, 
(Jan. 9, 2020) https://theundefeated.com/features/oregon-law-on-hiring-minority-college-coaches-works-so-why-isnt-it-used-
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 Regarding the cons of the Rooney Rule, while the concept may be good (in principle), the reality 
is that there are only three African American head coaches in the NFL. In light of this reality, the NFL 
has recently tried to add layers to the Rule, like the tethering of draft picks.8 From an NCAA standpoint, 
there are also jurisdictional, enforcement, and practical issues that likely preclude the NCAA from ever 
mandating such a rule. It is unlikely that the NCAA, for example, could legally mandate the hiring 
practices of colleges and universities (or campus employment practices) given that its members are 
subject to differing state laws (for public members) and governance (for private members). In order for 
this type of concept to become even a mere legislative proposal under NCAA processes, it would likely 
need to be introduced from a conference, which would require buy-in from a significant number of the 
conference members. Any policy akin to the Rooney Rule, therefore, would likely need to come via 
state legislation, like Oregon, or directly through a conference, like the WCC, in order to pass legal 
muster. Even then, as explained above, there are significant questions about the effectiveness of a 
Rooney Rule type of concept.9 
 Balancing the pros and cons of the Rooney Rule, and considering potential application to FBS 
college athletics, led our working group to conclude that it should be incumbent upon those with large 
resources (and platforms) within FBS college sports to take increased action. One possible way in which 
the industry can help rectify racial disparity is by the NCAA distributing funds based upon certain 
criteria related to the hiring of people of color. Just as the NCAA has used distributions for academic 
performance, for example, the NCAA could do the same for diversity, such as by distributing funds 
based on the hiring of people of color in assistant or associate athletic director or higher positions.10 The 
Knight Commission on Intercollegiate Athletics has also recently outlined similar concepts regarding 
college sports revenue distributions, such as the CFP investing two percent of its annual revenues to 
boost diversity among college football coaches.11  
 Recommendation Two: Similar to actions increasingly taken in corporate America, the 
enterprise of FBS college sports, whether through head coach, athletic director, or conference 
commissioner employment contracts, should tether diversity hiring to financial incentives to push 
leaders to be more accountable for their hiring actions. 
 In corporate America, companies like Microsoft, Uber, Intel, and Facebook, have increasingly 
incorporated monetary bonuses into their senior-leadership employment contracts for hiring and 
promoting people of color. Similarly, FBS college sports should incorporate these type of clauses into 

 
elsewhere/; Russell Rule Diversity Hiring Commitment, West Coast Conference, (Aug. 3, 2020) 
https://wccsports.com/news/2020/8/2/general-russell-rule-diversity-hiring-commitment.aspx. 
8 Neil Paine, The Rooney Rule Isn’t Working Anymore, Five Thirty Eight, (Jan. 14, 2020) 
https://fivethirtyeight.com/features/the-rooney-rule-isnt-working-anymore/; Cedric Golden, Why black NFL head coaches are 
becoming an endangered species, Statesman News Network, (Jan. 11, 2020) 
https://www.statesman.com/sports/20200111/golden-why-black-nfl-head-coaches-are-becoming-endangered-
species#:~:text=Black%20coaches%20are%20becoming%20an,Los%20Angeles%20Chargers'%20Anthony%20Lynn; 
Brakkton Booker, NFL Announces New Rules To Tackle Lack of Diversity In Its Coaching, Executive Ranks, (May 19, 
2020) https://www.npr.org/2020/05/19/858702029/nfl-announces-new-rules-to-tackle-lack-of-diversity-in-its-coaching-
executive-ra. 
9 Adam Rittenberg, No action from NCAA committee on pair of minority hiring policies, ESPN, (Nov. 13, 2020) 
https://www-espn-com.cdn.ampproject.org/c/s/www.espn.com/college-sports/story/_/id/30312570/no-action-ncaa-
committee-pair-minority-hiring-policies?platform=amp; Rittenberg, supra note 7.  
10 Academic Based Revenue Distribution, NCAA, (last visited December 1, 2020) http://www.ncaa.org/academic-based-
revenue-distribution. 
11 Transforming the NCAA D-I Model Summary of the First Three Sessions, Knight Commission on Intercollegiate 
Athletics, (last visited December 1, 2020)  https://www.knightcommission.org/wp-content/uploads/2020/11/transforming-
ncaa-d-i-model-summary-first-three-sessions-1120-01.pdf. 
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the employment contracts of those who make hiring decisions such as head coaches, athletic directors, 
and conference commissioners. It is worth mentioning that doing so would not involve “quotas,” which 
often become the basis of opposition in “affirmative action” cases. These types of incentives are simply 
an expressed commitment to expanding the hiring pool.12 

To support our recommendation, our working group offers the example of the late 1980s and 
early 1990s “Michigan Mandate” as concrete evidence of how incentivizing the hiring of people of color 
on a college campus led to dramatic changes in diverse representation. The Michigan Mandate was a set 
of university-wide strategic initiatives that were implemented by the University of Michigan to increase 
diverse leadership and representation across campus. One of the university’s main strategic actions was 
to implement strong incentives for diverse faculty recruiting. This was accomplished by providing 
increased funding if diverse candidates were hired.13 As a result of this, and similar strategic actions, as 
soon as seven years after its adoption, tenure and tenure-track faculty of color increased by 55 percent, 
and the number of underrepresented faculty of color in leadership positions increased by 79 percent.14 
To this end, although the college model is different from the NFL,  it is worth noting that the NFL 
owners recently approved a proposal that would award organizations for developing diverse coaches and 
front office executives.15  
 As stated above, given that the majority of student-athletes in the major revenue producing sports 
(football and men’s basketball) are people of color, juxtaposed to the limited number of people of color 
in leadership positions, the theory of “representative bureaucracy” suggests that entities generally 
perform better when leaders and decision-makers reflect the characteristics of their constituencies.16 
Thus, incentivizing the hiring of people of color would be beneficial for FBS college sports, including 
with regard to the enterprise being more representative of the actual student-athlete population.  
 

II. Sponsoring People of Color and Growing the Pipeline via Interpersonal Relationships  
Given the political landscape in FBS college sports, as explained above, people of color must 

understand who the key influencers are and build relationships with those individuals. Our working 
group formed consensus that many people of color in athletic departments, particularly with respect to 
entry-level and mid-level administrators, generally lack the network and mentors needed to help them 
advance in the industry. Our working group also concluded that the current practice of “speed dating,” 
where candidates are introduced to key influencers in a short period of time (without the opportunity to 
build real and authentic relationships), has not led to sufficient change. The following three 
recommendations, therefore, are actionable steps that FBS college sports could take to help “sponsor” 

 
12 See Affirmative Action, Legal Information Institute, (last visited December 1, 2020) 
https://www.law.cornell.edu/wex/affirmative_action; Peter Eavis, Want More Diversity? Some Experts Say Reward C.E.O.s 
for It, The New York Times, (July 14, 2020) https://www.nytimes.com/2020/07/14/business/economy/corporate-diversity-
pay-compensation.html; Jingcong Zhao, These Companies Are Tying Executive Bonuses To Diversity Goals, PayScale, 
(March 7, 2019) https://www.payscale.com/compensation-today/2019/03/tie-bonuses-to-diversity-goals. 
13 James J. Duderstadt, The Michigan Mandate, The University of Michigan, (March 1990) 
https://deepblue.lib.umich.edu/bitstream/handle/2027.42/58612/Micihigan%20Mandate%201990.pdf?sequence=1 
&isAllowed=y. 
14 The Michigan Mandate, University of Michigan, (Nov. 1995) 
http://milproj.dc.umich.edu/Michigan_Mandate/pdf/Michigan%20Mandate-Progress.pdf. 
15 Rob Maaddi, NFL will reward teams for developing minority coaches/GMs, AP, (Nov. 10, 2020)   
https://apnews.com/article/nfl-virus-outbreak-roger-goodell-football-
d8e01fcaa2a2a11dde8d8fef47fb9d5b#:~:text=If%20a%20team%20loses%20a,pick%20for%20three%20consecutive%20year
s.&text=The%20resolution%20must%20be%20approved%20by%20the%20NFL%20Players%20Association.  
16 Jerlando F.L. Jackson, & Elizabeth M. O’Callaghan, Understanding Work Life Realities and Experiences in Higher 
Education, Ethnic and Racial Administrative Diversity, 49-50 (2009). 
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more people of color at all levels in their career, whether entry-level, mid-level, or senior-level, and, in 
turn, grow the pipeline of qualified diverse candidates for leadership positions.17 

Recommendation Three: FBS college sports, in partnership with the Minority Opportunities 
Athletic Association (MOAA), and other like-minded organizations, should create a highly selective, 
year-round, diversity program that can help sponsor, promote, and create more visibility for senior-
level diverse administrators to assume leadership positions. The candidates within this program 
should be advertised to relevant search firms, and athletic directors should actively participate. 
LEAD1 is currently exploring the creation of such a program. 

Recommendation Four: FBS conferences should take more responsibility helping entry-level 
and mid-level people of color network with key influencers in college sports, such as athletic 
directors, senior administrators, and conference leaders. Such efforts could take shape by each FBS 
conference creating an annual summit with a concerted effort to expose diverse administrators to key 
stakeholders as well as to some of the critical functions needed to advance into more senior leadership 
positions. 

Recommendation Five: The NCAA should create a national mentorship program for Division 
I college sports that would allow key influencers and decision-makers to mentor and directly connect 
with mentees, particularly for people of color. Given the proliferation of virtual technology, 
mentorship opportunities could be created at minimal cost using software to assist in the matching 
process. Formal mentorships could last for a period of one calendar year and provide a variety of 
mentoring options such as one-on-one and group mentorship opportunities. It would be critical that 
the NCAA clearly identify the purpose of the program, establish metrics to help ensure success over 
time, and consider an in-person component to help further develop more meaningful relationships. 

Regarding recommendation five, our working group researched many of the pillars that often 
differentiate successful versus unsuccessful mentorship programs. It would be critical that any 
mentorship program clearly communicate the benefits and expectations. In other words, the program 
should be more than a mere “check-the-box” activity or a “good deed,” but, rather, ensure the 
effectiveness of the relationships over time through clearly defined metrics and periodic assessments 
against those metrics. Incorporating a variety of mentorship options, like one-on-one mentoring, and 
group mentorships, can add to the program’s effectiveness, while including key influencers can help 
ensure legitimacy.18 In this regard, according to a recent survey of approximately 100 LEAD1 athletic 

 
17 See Jillian Berman, When a woman or person of color becomes CEO, white men have a strange reaction, Market Watch, 
(March 3, 2018) https://www.marketwatch.com/story/when-a-woman-or-person-of-color-becomes-ceo-white-men-have-a-
strange-reaction-2018-02-23l; David A. Thomas, The Truth About Mentoring Minorities, Harvard Business Review, (April 
2001) https://facultydevelopment.massgeneral.org/cfd/pdf/ARTICLE-TruthAboutMentoringMinorities-RaceMatters-
HBR.pdf; Courtney L. McCluney, The Costs of Code-Switching, Harvard Business Review, (Nov. 15, 2019) 
https://hbr.org/2019/11/the-costs-of-codeswitching; Debra L. Wilson, The facilitative role of political skill, ResearchGate, 
(Dec. 18, 2013) 
https://www.researchgate.net/profile/Debra_Nelson3/publication/228887861_The_facilitative_role_of_political_skill/links/0c
96052b1b3a131d48000000/The-facilitative-role-of-political-skill.pdf; Renae L. Myles, The Absence of Color in Athletic 
Administration at Division I Institutions, University of Pittsburgh, (April, 2005) http://d-scholarship.pitt.edu/7402/. 
18 See Workplace Mentoring, Workplace Mentoring Supplement, (last visited December 1, 2020) 
https://www.mentoring.org/resource/workplace-mentoring/; Exploring the mutual benefits of mentoring in the workplace, 
Brandman University, (March 22, 2020) https://www.brandman.edu/news-and-events/blog/benefits-of-mentoring-in-the-
workplace; Helen G. Lollis, The Four Pillars of High-Impact Mentoring, Training Industry, (last visited December 1, 2020) 
https://trainingindustry.com/magazine/issue/making-it-personal-the-four-pillars-of-high-impact-mentoring/; Diversity In 
Mentoring; Art of Mentoring, (last visited December 1, 2020)  https://artofmentoring.net/diversity-in-mentoring/; Monitoring 
and evaluating the mentoring program, Coordinating a Mentoring Program, (last visited December 1, 2020) 
https://ypard.gitbook.io/mentoring/06-monitoring-and-evaluating-the-mentoring-program; The Top 5 Workplace Mentoring 
Program Types, Chronus,  (last visited December 1, 2020) https://chronus.com/how-to-use-mentoring-in-your-

7 



departments, 87 percent of these departments believe that one-on-one and “pool” (groups of people) 
mentorship programs, or a combination of both, can be an effective mechanism to support 
underrepresented populations to grow their careers within college athletics. 
 
III. Structure of Athletic Departments, Search Firms, and the Need for More Intentionality  

Like the structure of many corporations in America, the organization of athletic departments is 
generally hierarchal in nature, resembling a vertical chain of command, with senior-level administrators, 
generally White men, at the top. Because of this, and without the requisite “sponsorship” from 
influencers, people of color often get pigeonholed into more limited areas within an athletic 
administration, making it more difficult to develop the necessary skills needed to advance into 
leadership positions.19 For instance, in 2019, among athletic department finance and fundraising type of 
positions, only approximately 20 percent were people of color within the entire FBS.20  

In addition, because of the limited number of people of color in leadership positions, our working 
group believes it is important to highlight the concept of “black inferiority,” in order to make the point 
that “images, symbols, and words,” can exacerbate structural racism, even without consciously being 
aware of it. In other words, because of the lack of diverse leadership representation in critical areas, FBS 
college sports are more prone to accept the status quo.21 

Given these realities, influencers, particularly search firms, can help create more intentionality 
for people of color to obtain the necessary skills, particularly in the areas of fundraising and football 
administration, often ultimately being recruited for, while shining a light on qualified diverse candidates 
in the process. In order to expand the pool of diverse candidates, those proposing the pool of candidates 
must also be examined.  In this vein, our working group interviewed several of the leading search firms 
in college sports to develop the following three basic principles that search firms, connected to FBS 
college sports, should follow to more effectively highlight, develop, and promote people of color in the 
candidate selection process.  

First, search firms should recognize that they serve as a sort of “public trust” in the sense that 
they should be responsible for helping guarantee fairness as well as integrity, and inclusion in the hiring 
process. Second, search firms should have a responsibility to better communicate the expectations of 
search committees and to help search committees evaluate job applications from diverse candidates. 
Otherwise, the outcomes of high-profile searches will continue to yield status quo hires – typically 
White men. Third, although search firms typically nominate candidates who they deem “most qualified” 
for positions, search firms should take more responsibility with respect to coaching people of color that 
they place into candidate pools for consideration. Similarly, search firms should provide more advice 
and guidance, particularly to those who they have previously placed in a search pool.  

According to the LEAD1 survey mentioned above, approximately half of LEAD1 athletic 
departments believe that search firms should be “graded” (akin to a “scorecard”) and that those grades 
should be made public based on search firms’ success in identifying, facilitating, and recommending 

 
workplace#diversity; Amanda Schnieders, Why Workplace Mentoring Programs Fail, Entrepreneur, (June 25, 2018) 
https://www.entrepreneur.com/article/314875.  
19 See William Craig, The Nature of Leadership In A Flat Organization, Forbes, (Oct. 23, 2018) 
https://www.forbes.com/sites/williamcraig/2018/10/23/the-nature-of-leadership-in-a-flat-organization/?sh=37a807815fe1; 
See also David Kelley, Designed Chaos, VA-Interactive, (last visited December 1, 2020)  http://www.va-
interactive.com/inbusiness/editorial/bizdev/articles/ideo.html. 
20 NCAA Demographics Database, supra note 2.  
21 See Dawn Turner Trice, Challenging the myth of black inferiority, Chicago Tribute, (Jan. 31, 2011)  
https://www.chicagotribune.com/news/ct-xpm-2011-01-31-ct-met-trice-madman-0131-20110131-story.html. 
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diverse candidates as finalists into head coach role and senior leadership positions. It is worth noting that 
at least 30 percent of LEAD1 athletic departments neither agree nor disagree with this recommendation. 
Our working group, therefore, offers the following recommendation as a possibility to create more 
measurable results regarding search firms. 

Recommendation Six: In addition to the principles for search firms discussed above, relevant 
search firms in FBS college sports should be given a scorecard of sorts and their “grades” should be 
made public based on firms’ annual success in presenting a diverse final candidate list to institutions.  

Institutions can also help create more intentionality for people of color in the search process. 
Specifically, confidentiality in the search process, may be used by institutions, even unintentionally, as a 
means of further limiting transparency. Our working group, for example, formed consensus that without 
adequate transparency, recruitment procedures and expectations may be altered during the search 
process, without people of color being fully informed of these modifications. These realities have also 
contributed to the limited number of people of color in senior leadership positions.  

In order for institutions to better address these realities, our working group offers three basic 
principles that institutions should follow to more effectively assist people of color in the search process. 
First, when a senior leadership position is open and a national search is being conducted, institutions 
should make the search known publicly, even if there is a known internal or preferred candidate. Second, 
if a search firm is involved in the process, institutions should publicize the job opening, including by 
providing the contact information of the search firm, and a clear timeline for potential candidates to 
apply. Third, our working group formed consensus that FBS senior-level searches are often conducted 
more privately, even ahead of potential future vacancies. Institutions should, therefore, publicly 
announce when they are opening a search for senior-level positions, in order to make the search more 
inclusive for people of color. 

 
IV. Mitigating Implicit Bias and Training and Educating Relevant Stakeholders 

The term “implicit bias” refers to attitudes and stereotypes people may have toward each other 
without conscious awareness of those views. Many studies have shown that people will select those 
more similar to them, even subconsciously, by default. There is also some research suggesting that the 
more that people are under duress, the more that implicit bias may manifest itself.22 Notwithstanding the 
power of implicit bias, according to the aforementioned LEAD1 survey, only about 27 percent of 
LEAD1 athletic departments believe that the NCAA’s current diversity, equity, and inclusion 
legislation, which requires member institutions to complete a diversity, equity, and inclusion review at 
least once every five years (there is currently an NCAA legislative proposal that would reduce this to 
four years), is sufficient to create real and measurable results for the advancement of underrepresented 
populations in college athletics. Moreover, 88 percent of LEAD1 athletic departments believe that 
influencers, such as presidents, chancellors, athletic directors, and other senior-level administrators, 
should receive the requisite training to help advance and retain underrepresented populations in college 
athletics. For FBS college sports, therefore, absent concentrated efforts to fully educate the college 

 
22 See Peter Fiske, Bias: Identifying, Understanding and Mitigating Negative Biases in your Job Search, American 
Association For the Advancement of Science, (Oct. 22, 1999) https://www.sciencemag.org/careers/1999/10/bias-identifying-
understanding-and-mitigating-negative-biases-your-job-search; Howard Ross, Proven Strategies for Addressing Unconscious 
Bias in the Workplace, CDO Insights, (Aug. 2008) https://www.cookross.com/docs/UnconsciousBias.pdf; Jason Belzer, 
Alternative Facts: The Inequality of Leadership In College Athletics, ADU, (last visited December 1, 2020) 
https://athleticdirectoru.com/articles/alternative-facts-the-inequality-of-leadership-in-college-athletics/; How to overcome our 
biases? Walk boldly toward them, TED, (last visited December 1, 2020) 
https://www.ted.com/talks/verna_myers_how_to_overcome_our_biases_walk_boldly_toward_them ; Tool: Strategies for 
Facilities Inclusion and Trust in Groups, eCornell, (2018). 
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sports community, particularly with respect to awareness and mitigation of implicit bias, structural 
racism will persist, and diverse leadership in college sports may never reach its full potential. The 
following two recommendations provide an actionable plan to address these above concerns. 

Recommendation Seven: Akin to the NCAA’s new Board of Governors policy, which requires 
attestation by university presidents, athletic directors, and Title IX coordinators related to Title IX, 
there should be an added layer to that attestation with respect to those individuals receiving the 
requisite training related to diversity, equity, and inclusion, including regarding implicit bias, through 
new technology offered by an NCAA approved community engagement program. 

Recommendation Eight: In addition to influencers receiving the adequate training, the 
Athletics Diversity and Inclusion Designee (ADID), typically within FBS athletic departments, should 
receive the requisite training. Similar to the principles outlined above with respect to successful 
mentorship programs, some best practices with regard to implementing effective training and 
education programs include proper evaluation of such programming over time, as well as awareness-
based and skills-based training and education. In this vein, LEAD1 is exploring the possibility of 
grading each FBS athletic department’s training and education program based on some of the 
criteria above and further outlined below. 
 

V. Student-Athlete Demands, the Importance of the ADID Collaborating with Campus, and 
Strategic Actions to Help Address Political and Cultural Issues 

In recent years across FBS college sports, there have been several notable examples of demands 
from student-athletes regarding diversity, equity, and inclusion issues that have led to significant 
outcomes such as administrators stepping down and changes to NCAA and state policies. The 
circumstances of these cases create a common narrative that student-athletes, and the sport of football, in 
particular, can help shine a spotlight on diversity, equity, and inclusion issues, which can lead to 
significant changes in local communities across the FBS. This year, there have also been several 
accusations as well as litigation that has resulted in FBS athletic departments having to defend their 
cultural diversity and climate. Athletic departments, therefore, should have the requisite strategic 
planning in place to effectively respond to such demands, while still supporting the student-athletes 
making those demands in the process.23 

Accordingly, the commitment to diversity, equity, and inclusion should be the responsibility of the 
entire institution. Meaningful progress in this area requires broad-based participation and collaboration 
between athletics and campus. Per the LEAD1 diversity, equity, and inclusion working group survey, 78 
percent of LEAD1 athletic departments believe that it should be required that the ADID be given the 
power and influence to shape department-wide policies related to diversity, equity, and inclusion issues. 
As previously stated, the ADID should have the ability to influence and shape policies within the 
athletics department and across campus. 

 
23 Rohan Nadkarni, Why Missouri’s football team joined a protest against school administration, Sports Illustrated, (Nov. 9, 
2015) https://www.si.com/college/2015/11/09/missouri-football-protest-racism-tim-wolfe; Ben Candea, Oklahoma Football 
Team Stages Silent Protest Over Racist Frat Video, (March 12, 2015) https://abcnews.go.com/US/oklahoma-football-team-
stage-silent-protest-racist-frat/story?id=29591974; Adam Wells, MSU RB Kylin Hill Won’t Play Unless Mississippi 
Removes Confederate Battle Flag, Bleacher Report, (June 22, 2020) https://bleacherreport.com/articles/2897215-msu-rb-
kylin-hill-wont-play-unless-mississippi-removes-confederate-battle-flag; University of Texas athletes want traditional ‘Eyes 
of Texas’ song replaced due to racist history, KSAT, (June 15, 2020) https://www.ksat.com/sports/2020/06/15/university-of-
texas-athletes-want-traditional-eyes-of-texas-song-replaced-due-to-racist-history/; CSU softball team holds sit-in to protest 
inequality, The Rocky Mountain Collegian, (April 6, 2018)  https://collegian.com/2018/04/csu-softball-team-to-stage-sit-in/. 
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In order to maximize the ADID’s influence, however, it is also critical that he or she have the type of 
senior-level support, particularly from the athletic director, needed to initiate programming and hold 
others accountable. Merely delegating responsibility to the ADID with minimum support or 
accountability measures will not create a sufficient foundation for growth. In this regard, the athletic 
director should publicly state his or her commitment to diversity, equity, and inclusion to campus 
representatives and collaborate with the ADID to effectively deliver messages, policies, and 
programming.  

Recommendation Nine: While every campus is different in terms of reporting structures, in order 
for the ADID to effectively influence and shape policies within the athletics department and across 
campus, in tandem with his or her athletic director, or another senior leader, the ADID should 
engage in substantial collaboration with campus administration, such as, depending upon the 
institution, the Chief Diversity Officer on campus, as well as campus-wide task forces. This type of 
collaboration can lead to the development, and potential implementation of campus-wide diversity, 
equity, and inclusion strategic plans, including with respect to responding to student-athlete demands.  

Recommendation Ten: Given many of the cultural and political issues discussed above, the 
following is a general list of actions athletic departments can take to further address diversity, equity, 
and inclusion on their campuses, which may vary depending on the campus.  
 
Regarding political and cultural issues, athletic departments should consider: 

§ Creating and encouraging safe spaces for people of color to share their perspective and 
experiences about topical issues (without the fear of being terminated, reprimanded, 
ostracized, or having the perception of “sounding angry” or “being intense”); 

§ Supporting staff members’ request to celebrate religious holidays; 
§ Clarifying department dress codes, including hairstyles, that support diverse culture; 
§ Creating an anonymous survey to evaluate the athletic department’s effectiveness in creating 

a climate that embraces individuality;  
§ Implementing an exit survey to gauge staff experiences; and 
§ Making a concerted effort to include people of color, LGBTQ+, international, and persons 

with disabilities in marketing collateral (video, print, social media, etc.). 
Athletic departments should also consider the following strategic initiatives: 

§ Incorporating diversity, equity, and inclusion planning within athletic department-wide 
strategic planning; 

§ Ensuring that people of color are included on search and planning committees, and the search 
process, in general, for football and basketball searches; 

§ Assigning people of color a new project or to a committee that is outside of their normal job 
responsibilities;  

§ Incorporating more people of color in student-athlete recruiting visits; 
§ Including current world topics into professional development initiatives for coaches and 

staff; and  
§ Instilling a platform for the ADID, in tandem with the athletic director, to co-present at 

department-wide and senior-staff meetings. 
More specifically for LGBTQ+, international, and persons with disabilities, athletic departments 
should consider (in addition to the recommendations above): 

§ Making it a habit to ask all employees what special equipment, technology, workspace, 
and/or support they may need to maximize their success; 
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§ Ensuring that all athletics facilities are compliant with the Americans with Disabilities Act 
(ADA);  

§ Designating gender-neutral restrooms and locker rooms (in compliance with applicable 
regulatory statutes); 

§ Refraining from creating nicknames or “Americanizing” a person’s name to avoid 
pronouncing it; and 
Being patient with: (1) language barriers; (2) the way in which people understand and 
communicate (e.g., comprehension and tone); and (3) non-verbal cues. 

To further support people of color, all FBS college sports participants should consider: 
§ Endorsing them publicly; 
§ Inviting them to high-profile meetings; 
§ Recommending them for speaking opportunities;  
§ Sharing their career goals with decision-makers; and 
§ Speaking about them in a positive manner when they are not around. 

 
Conclusion: 

For the reasons outlined above, given the overwhelming number of people of color who are 
student-athletes in the major revenue producing sports, juxtaposed to the limited number of people of 
color in leadership positions, FBS college sports should take the recommendations outlined above and 
turn them into actionable plans in order to shine a greater spotlight on qualified diverse candidates and 
help more people of color develop the necessary skills needed to advance. Over time, this would more 
effectively create increased diverse senior leadership in NCAA Division I FBS college sports. Finally, it 
is critical that relevant influencers within FBS college sports review this white paper, at least annually, 
to discuss progress and for possible modifications, because to pass initiatives and let them sit on the 
shelf, without further review, would be a recipe for more of the same. 
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