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ABSTRACT
GWENDOLYN M. WEATHERFORD
PERSON-ENVJRONMENT FIT: AN INVESTIGATION OF GENDER AND FIT IN
COLLEGIATE SPORT CAREERS
DECEMBER 2011
Person-environment fit theory describes how individuals fit into their work environments
while identifying di stinct types of fit and specific predictors and outcomes. The work of
Heilman ( 1983) established a link between gender and fit suggesting that individuals
differ in how they fit in their work environments based on their gender, sex-stereotypes,
and sex-typing of jobs. The purpose of this empirical study was to determine the
influence of gender on fit perceptions while also establishing which fit predictors and
outcomes are most important among NCAA administrators and head coaches. This study
included participants (N = 788) employed in the positions of athletic director,
associate/assistant athletic director, senior woman administrator, and head coaches from
aJI three NCAA divisions and included coaches from all championship sports. The results
of this study indicated that collegiate sport professionals are a homogeneous group that
perceive themselves to be a neutral fit in their work environment, as opposed to a positive
or negative fit. This study was the first step in determining how fit impacts collegiate
sport admini strators and head coaches and in determining which fit predictors and
outcomes are valued most.
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CHAPTER I
INTRODUCTION

Sport is defined by Woods (2007) to mirror the culture, values, and attitudes that
exist within society as well as to influence the establishment of social conditions. The
impact that sport has on society is largely recognized through its vast contribution to the
economy of the United States (Washington & Karen, 2001 ). Sport is referred to as "big
business" as revenues and expenditures have reached an all time high (Woods, 2007).
Collegiate sport is a growing commercial, multi-billion dollar industry that is a major
component of the sport industry as a whole (Sack, 2009; Woods, 2007).
The National Collegiate Athletic Association (NCAA) is the largest collegiate
sport governi ng body that monitors and supports approximately 421,164 student-athletes.
In addition to the increase of money spent for and generated by collegiate sport,
participation opportunities for athletes, both men and women, have also grown although
women 's sports have mostly benefited from this growth (NCAA, 2010b; NCAA, 2008).
As of 2010, there are approximately 240,905 and 180,258 male and female studentathletes respectively (NCAA, 2010b ). The average NCAA institution has added
approximately 72 female and 3 male student-athletes since the conclusion of the l 982
academic year (NCAA, 2010b).
This growth for women stemmed from the feminist era of the 1960' s in which
female stereotypes and their roles and responsibilities within society began to transform

(Holland & Oglesby, 1979). That transformation was supported by the Department of
Health & Welfare when Title IX legislation addressed sport opportunities for females
(Holland & Oglesby, 1979). After 25 years of Title IX governance, female participation
in interscholastic sport has increased eightfold (Washington & Karen, 2001 ).
Despite successful efforts to increase the number of sport playing opportunities
for girls and women, NCAA female coaches and administrators have not shared the same
advantages (Bradley-Doppes, 2000). Women represent a minority in collegiate athletic
coaching and administrative careers as they respectively and cumulatively hold 21 % and
19% of positions at NCAA Division I, II, and III in stitutions (Acosta & Carpenter, 2010).
The number of female coaches and administrators is disproportionate when compared to
the number of males in the same positions, but also when compared to the national labor
force stati stics. A s of 2008, women represented 47 % of the national labor force (U.S.
Dept. of Labor, 2008) . Women also have represented a minority in senior level business
position s (Bolman & Deal, 2008). In 2007 , women represented less than 7 % of senior
business executives and less than 2% of chief executive officers (Bolman & Deal, 2008).
Acosta and Carpenter (2010) reported that 90% of women ' s teams were coached
by women in 1972 and that number dropped to 43 % in 2010. By applying and
empirically testing the person-environment fit theory; the current study contributed to the
understanding of why women are not entering into coaching and athletic administrative
careers, and why women in athletically related careers do not remain in the profession.
Cable & Judge (1996) suggested that individual s select environments and work settings
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that satisfy their needs and interests. This raised the question of whether collegiate sport
as a work environment satisfies the needs and interests of female coaches and
administrators as compared to men.
Person-environment fit theory purports that it is the congruence between a
person's needs, interests, and characteristics and those of the work setting which
determine positive and negative work outcomes or fit (Bretz & Judge, 1994; Cable &
Judge, 1996; Cable & Judge, 1997; Caplan, 1983; Caplan, 1987; French, Rodgers, &
Cobb, 1974; Harrison, 1985; Hoffman & Woehr, 2006; Kennedy, 2006; Kristof-Brown,
Zimmerman, & Johnson, 2005; Tinsely, 2000). Congruence between the work
environment and a person's characteristics is necessary for career satisfaction and
longevity (Cable & Judge, 1996). Person-environment fit is a viable explanation for the
significant underrepresentation of women in collegiate sport careers, and although it has a
long history of being empirically tested, these concepts had not been applied or tested in
sport. Therefore, the purpose of the current line of research was to examine the effect of
gender and person-organization fit on occupational satisfaction, commitment, and intent
to quit as they relate to current inequities that exist in sport-related careers.
The decline and absence of women coaches and administrators in collegiate sport
is not only fundamental to the culture of sport but may also indicate the presence of
organizational structures that do not allow equitable career success achievement and
retention of women in sport. The limited number of women in sport careers may directly
impact the number of female, sport role models available and therefore, negatively
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infl ue nce girls and women who aspire to obtain athletic careers (Whisenant, Miller, &
Pedersen, 2005). This presence also influences organizational culture, leadership, and
policy establishment (Whisenant et al., 2005). Consideration of the under-representation
of women in sport careers necessitates examination of gender based theories,
organizational barriers, organizational culture, structures, and leadership in sport. This
study reviewed concepts of occupational fit and satisfaction with a means to link
determinants of career satisfaction to positive (e.g. commitment and longevity) and
negative work outcomes (e.g. indifference and turnover). Job satisfaction and workrelated outcomes explain why women do not remain in athletically related careers. The
results of this research may influence social and organizational structures and processes
to allow female sport professionals to utilize their knowledge and experiences to
equitably ascend to powerful and decision-making positions.

Significance
The decline and absence of women coaches and administrators in NCAA athletic
programs must be considered for the future direction of women's collegiate sport, the
presence of role models for female athletes, and gender equity. Whisenant et al. (2005)
suggested reasons why it is vital to women's athletics to have gender equity in sport
including that equity is "fair" (p. 916) and should be available to everyone. The number
of women currently in sport directly impacts the number of girls and women who can
visualize themselves in and aspire to obtain athletic careers (Whisenant et al., 2005).
Gender equity in sport also impacts the availability of future opportunities for women and
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girl s in sport related careers while encouraging opportunities for leadership, networking,
training, commitment, and job satisfaction (Cable & Judge, 1996; Whisenant et al.,
2005).
While numerous discrimination and gender bias theories have been applied to
explain the underrepresentation of women in collegiate sport careers, including
hegemonic masculinity, homologous reproduction, gender preferences, and sex-role
socialization; person-environment fit theory had not been applied or empirically tested.
Empirical testing of fit indicated a "structured problem solving" approach and a more
objective means of data collection that will strengthen the applicability of fit research to
collegiate sport careers (Thomas, Nelson, & Silverman, 2005). The goal now is to open
opportunities for women in coaching and decision making positions to offer equitable
opportunities creating an "integrated field" or an "occupation that has the same sex mix
as the labor force as a whole" (Giampetro-Meyer, 2000, p. 345).
This study is strengthened by the use of fit perception measures as a viable
determinant of the minority presence of women in collegiate sport careers. Fit measures
have a strong history of review (Edwards, 1991; KatzeJI, 1964; Kristof, 1996; Meglino &
Ravlin, 1998; Pervin, 1968; Spokane, 1985; Spokane, Meir, & Catalino, 2000) and
empirical testing as evidenced by the work of Arthur, Bell, Villado, and Doverspike
(2006), Assouline and Meir (1987) , Chapman , U ggerslev, Carrol, Piasentin , and Jones
(2005), Hoffman and Woehr (2006), Kristof-Brown , Zimmerman, and Johnson (2005),
Tranberg, Slane, and Ekeberg (1993), Tsabari , Tziner, and Meir (2005), and Verquer,
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Beehr, and Wagner (2003) that provided a substantially documented course of measure
for this research (Edwards, 2008). Although subjective fit perceptions, as opposed to
obj ective fit measures, are recommended to be a more accurate indicator of fit (Edwards,
2008), this study is delimited as subjective fit perceptions are solely being utilized to
determine fit.
This research separated itself from other fit research by integrating numerous fit
theories that individually do not comprehensively define key variables and constructs. By
reviewing and culminating numerous fit theories, this research is strengthened by the
depth and breadth of fit research as a whole.
The current line of research is also strengthened by the acknowledgement of both
positive and negative effects of fit and lack of fit. The majority of fit theories generalize
that fit produces positive work outcomes and lack of fit produces negative work
outcomes (Schneider, 1987; Schneider et al., 2000; Schneider et al., 1995). While there is
empirical evidence to support such a conclusion, this cannot be assumed as the only
possible outcome (Schneider, 1987; Schneider et al., 2000; Schneider et al., 1995). A

very high degree of fit can also produce negative work outcomes and lack of fit generates
homogeneity which can also produce positive work outcomes (Schneider, 1987;
Schneider et aJ., 2000; Schneider et aJ., 1995).

Purpose
The purpose of this study was to examine the impact of gender and perception of
person-organization fit on person-job work-related outcomes in NCAA coaching and
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administrative careers. Specifically, this study assessed the impact of gender and the
perception of person (e.g. worker)-organization fit within work cultures, environments,
and jobs on the person-job work-related outcomes of: job satisfaction, commitment, and
intent to quit. This investigation was guided by the following research questions:

1. Which person-organization (e.g., job performance and perceived organizational
support) and person-job (e.g., job satisfaction, commitment, and intent to quit)
work-related outcomes most influence individuals ' perceptions of fit within
collegiate sport careers?
2. Which person-organization (e.g., value congruence, personality traits, and
demographics) and person-job (e.g., knowledge, skills, abilities, work experience,
and career development opportunities) evaluative criteria most influence
individuals' perceptions of fit within collegiate sport careers?
3. What is the impact of gender on perceived person-job fit specific to job
satisfaction, commitment, and intent to quit?
4 . What is the impact of perceived person-organization fit on perceived person-job
fit?
5. What is the relationship between gender and person-organization fit relative to
work related outcomes?

Delimitations
While thi s research is delimited to individuals who are currently employed in
NCAA sport departments, this classification encouraged the dissemination of results as
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most of collegiate sport programs are members of the NCAA. Results of this study can
therefore, be generalized to individuals currently holding athletic director,
associate/assistant athletic director, senior woman administrator, and head coach
positions from all three NCAA Divisions. This research is not intended to be generalized
to other individuals who are employed in non decision making positions within NCAA
sport programs.
The focus of this study was delimited to inquire about the subjective fit
perceptions of individuals that are currently holding collegiate sport careers and excludes
individuals who have not entered into collegiate sport careers or have left the profession.
The parameters of this study have been selected by the researcher and threats to internal
and external validity are discussed in Chapter 3.

Limitations
Participants were contacted for recruitment using email addresses provided by the
custom directory that was purchased from Collegiate Directories (2011). Although
Collegiate Directories is the official directory of The National Association of Collegiate
Directors of Athletics (NACDA) and is reported to be the most comprehensive list of
colleges and university sport programs and employees, there was a discrepancy between
the numbers in each participant group that was provided by the Collegiate Directories
(2011) listing and those provided by the 2009-2010 Race and Gender Demographics:
Member Institutions Report (NCAA, 2010). These discrepancies were attributed to the
time lapse between the data collection of the NCAA Race and Gender Report (2010) and
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the update of the Collegiate Directories listing (2011 ). Other explanations included how
each group (NCAA, Collegiate Directories) define and distinguish their positions (AD,
Assoc/ Assis AD, SW A, head coach) and the process with which their data is collected.
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CHAPTER II
REVIEW OF LITERATURE

Gender in Society and Sport
Language and gender are communal constructs which impact virtually all facets
of society (Bergvall, 1999). Historically, gender roles have been clearly defined and
significantly distinct (Bergvall, 1999). Female gender roles have been accepted to be
incapable or less likely to be worthy of similar social, cultural, and professional
opportunity as men (Bergvall, 1999). The 1960' s and 1970' s generated an era of
"significant political and social change" for women (Grappendorf and Lough, 2006, p. 6)
that changed perception about women's ability to be cultural contributors outside the
home and initiated new career opportunities and access to trades and professions from
which women have historically been excluded (Bergvall, 1999).

Social Change
Social and career opportunities for women were largely impacted by the 1963
passing of the Equal Pay Act, the 1964 passing of Title VII, and the 1972 passing of Title
IX. After the passing of Title IX, the concept of gender and its position in sport became a
major focus challenging foundational gender roles and their existence in sport (Bandy,
2005). These changes necessitated more "formalized organization to govern women's
sports [and that] with this growth came a need for a structured governing body to oversee
its participation, finances, and competitions" (Grappendorf & Lough, 2006, p. 6). Bandy
10

(2005), Holland ( 1997), and Lopiano ( 1984) reported that sport had historically been the
primary reserve of men indicating the polarity of gender in sport and superiority of the
masculine gender. Although "life in a (post) modern, increasingly technological world
seems to rely ever less on physical distinctions based on procreation and physical
dimorphism," opportunities and perceptions of women continue to lag to a degree that
requires examination and organizational reform (Bergvall, 1999, p. 275).

Progress of Collegiate Sport
As a result of Title IX's passing, the number of women's programs sharply and
instantly increased (Acosta & Carpenter, 2010). This resulted in a drastic decline in the
proportion of females coaching and administering women's teams as the number of
qualified women could not satisfy the new increase in demand for female coaches
(Acosta & Carpenter, 2010). The concept of gender polarity was evidenced in the
organizational culture of collegiate sport as men 's and women' s programs had initially
been governed separately. Men 's programs were governed by the National Collegiate
Athletic Association (NCAA) and women's programs were governed by the Association
of Intercollegiate Athletics for Women (AIA W) as a branch of the American Alliance for
Health Physical Education and Recreation ([AAHPER] Holland, 1979). Lopiano (1984)
reported that the AIA W offered an opportunity for women to control the pace and
direction of female sport programs from a " position of power" (p. 60). The AJA W
"started with and ended with a definitive statement of goals and purposes which was
peculiarly 'feminist' and which was rejected almost in total by those women and men
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supporting the male NCAA school model" (Lopiano, 1984, p. 52). Grappendorf and
Lough (2006) reported the most noteworthy outcome of the AIAW was its support and
promotion of Title IX legislation. During the governance of the AIA W, there was a much
larger proportion of female sport leaders, coaches, and athletic directors of women's
programs (Grappendorf & Lough, 2006). When the NCAA began governance of
women's programs in 1981, they provided instant advancement for women's sport via
increased funding and television coverage at the price of "a return to male supremacy"
(Grappendorf & Lough, 2006; Lopiano, 1984).
The NCAA, made up of 95% men, replaced the AIA W as the national governing
body of women's programs and championships, resulting in mergers of men's and
women's athletic departments on college campuses (Bradley-Doppes, 2000; Grappendorf
& Lough, 2006; Lopiano, 1984 ). Many female athletic directors became assistants to
male athletic directors or simply found themselves without a job (Bradley-Doppes, 2000;
Grappendorf & Lough, 2006). As of 2000, there were six NCAA Division I institutions
operating with separate athletic departments for men and women which has dropped to
one (University of Texas at Austin) as of 2011 (Grappendorf & Lough, 2006; Gribbe1,
2011; Suggs, 2000). The most recent merger was in June 2011 as the University of
Tennessee merged their two athletic departments in response to institutional, financial,
and social pressures to streamline resources (Gribbel, 2011 ).
Despite the decline of women in collegiate sport professions, athletics
participation rates for girls and women have increased dramatically since the passage of
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Title IX, on both the high school and collegiate levels. Primary growth of women's sport
programs occurred between the 1971-1972 and 1977-1978 school years as 1978 marked
the date in which schools were legally required to be in compliance with Title IX
standards (Acosta & Carpenter, 2010). According to the National Federation of State
High School Associations (2009) girls' high school participation increased from 294,015
to 2,083 ,040 between the 1971-1972 and 1977-1978 school years representing just over a
708 % jump in participation in that 6 year period. For the 2009-2010 sport seasons, high
school participation rates have increased to 3,172,637 for girls and 4,455,740 for boys
represe nting continued growth for both genders (NFHS, 2009).
On the collegiate level, women's participation has increased from 16,000 in 1968
to 180,258 in 2010 while the number of women 's teams per institution has increased
from 2.5 to 8.64 (Acosta & Carpenter, 2010; NCAA, 2010b ). High school and collegiate
participation rates for girls and women are at an all-time high totaling 3.35 million which
is attributable to increased opportunity, social acceptance, and advocacy initiatives
(Acosta & Carpenter, 2010).
While female s celebrated increased participation between 1970 and 1978, a
unique challenge was presented for coaches and administrators resulting in a drastic
decline in the ratio of women coaching and administering women 's teams (Acosta &
Carpenter, 2010). The number of female coaches and administrators could not gratify the
newly generated demand for women' s programs (Acosta & Carpenter, 2010; Brad]eyDoppes, 2000).
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While the number of female athletic directors and head coaches has increased,
that growth is attributed to the development of new administrative jobs and new women's
sports and does not indicate improvement in the percentage of women in those positions
(Acosta & Carpenter, 2010; Bradley-Doppes, 2000; Grappendork & Lough, 2006).
Before Title IX, more than 90% of women 's programs were coached and administered by
women, which dropped to 58% in 1978 and has since dropped to 43 % in 2010 (See Table
1; Acosta & Carpenter, 2010). Separated out by NCAA division, women constitute 44%
of Divi sion I, 34% of Division II, and 46% of Division III head coaches of women's
teams (Acosta &Carpenter, 2010). The number of women coaching men 's teams has
remained consistently between 1.5 to 3% between 1972 and 2010 (Acosta & Carpenter,
2010).

Table I
Percentage of Women 's Teams Coached by Females

100.0%

90% PLUS

80.0%
60.0%
40.0%
20.0%
0.0 %
1972

1978

1984

1990

2000

2010

Note: From "Women in intercollegiate sport: A
longitudinal , national study thirty one year update ," by V.
Acosta and L.J. Carpenter, 20 I 0.
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Bradley-Doppes (2000) reported the creation of 418 new collegiate athletic
administrative jobs between 1998 and 2000, of which only 45 were filled by women. As
of 2010, NCAA schools reported that women accounted for 35 % or 1,378 of the 3,946
collegiate administrative jobs and 19.3% of athletic directors (Acosta & Carpenter, 2010).
The majority of NCAA Division I administrative structures employ an average of 3.8
persons including one male athletic director, and two assistant or associate AD' s (one
male and one female; Acosta & Carpenter, 2010). Acosta & Carpenter (2010) report 13 %
of NCAA athletic programs do not employ a female administrator within the athletic
department.
Women are significantly underrepresented in collegiate sport careers compared to
men and compared to U.S. Department of Labor stati stics indicating women make up
46% of the labor force (U.S. Dept. of Labor, 2008). While women make up almost 50%
of the workforce, it is significant that they only make up 21 % of NCAA collegiate
coaches and 19% of athletic directors (Acosta & Carpenter, 2010).

Gender Theory
In addition to the proportion of women in collegiate sport, underrepresentation
and inequality is evidenced through limited access to and availability of high level
"position[s] or status, money, social influence, and knowledge" (Lopiano, 1984, p. 55). A
number of theories are applicable to explain organizational barriers and the decline of
women in collegiate sport careers including gender stereotypes, gender di scrimination,
hegemonic masculinity, and homologous reproduction. However, primary barriers facing
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women in sport careers include gender discrimination, wage disparities, budget and
fu nding, human and social capital, and work-life balance. Workforce gender
discrimination is exploited through the distinction of innate differences between men and
women and the protection of interests and resources by the dominant group (men)
(Snizek & Neil, 1992). Occupational gender equity necessitates assessment of theoretical
constructs and organizational barriers that influence recruitment, promotion, and
advancement of women in sport-related careers. Such research may determine why
women are less represented, how they came to be so, and what remedies must be
accepted as institutional and sociological norms generating meaningful change in _sport
professions.

Gendered Stereotypes
Attributes, qualities, and characteristics are assigned to individuals, behaviors,
personal possessions, and ideas in an attempt to order or classify the world (Bergvall,
1999). Attributes are commonly assigned according to prominent differences among
individuals and groups including sex and gender. Sex defines our physical characteristics
of male and female while gender is further defined in terms of innate, achieved, or
ascribed gender (Bergvall, 1999). Innate gender, like the term sex, refers to genetic or
"inborn" physical differences (Bergvall, 1999). Achieved gender is assigned by the use of
gendered language or gender typical behaviors while ascribed gender is assigned
according to societal perceptions and hegemonic ideals (Bergvall, 1999). Achieved and
ascribed gender differences most commonly influence organizational processes as
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researchers in the area of language and gender are not decided on a systematic means to
addresses these less than "monolithic variables" (Bergvall, 1999). The lack of coherence
and the gray areas of interpretation thereby make gender and its impact on organizational
structures and processes more difficult to define and reform.
As cognition, language, and behaviors are gendered, women and men have
traditionally been perceived to be polar opposites, designed for and capable of very
different social and psychological roles and responsibilities (Bergvall, 1999). Perception
and language are the primary method of attribute categorization and thereby replace the
influence of physical, "sexual differentiation" (Bergvall, 1999, p. 275). Gendered
language, perception, and societal norms directly influence processes and norms in the
workplace which advance, promote, and limit career access (Bergvall, 1999).
Gender stereotypes are expected differences between groups that create
incongruity or inequities for the underrepresented gender (Sczensy, Bosak, Neff, Schyns,
2004 ). In sport, this incongruity exhibits the domination of men over women and is
evidenced in the acceptance of men to socialize, interact, and use language according to
standards that are not available or acceptable to women (Bergvall, 1999). Language is
necessary in all facets of social and interactional mechanisms including work and social
group organization, hiring, salary, and promotional negotiations (Bergvall, 1999). The
gendered classification of careers negatively effects opportunity and evaluation of the
underrepresented group.
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Gender Discrimination
Critical theory is a social theory used to examine sport and its sources of power
with initiative to achieve equality for all members of those social groups (Woods, 2007).
Fletcher (1999) suggested that production of knowledge and power are gendered and is
useful in explaining current classifications between men and women. Power is not only
gendered, but also exclusionary (Rao, Stuart, & Kelleher, 1999). It is widely accepted
that men are the dominant majority in sport and reproduce themselves via structural
mechanisms including networking, hiring, promotion, and advancement of individuals
with similar likeness (Whisenant et al., 2005). The perpetuation of men in sport is
attributed to the strong bond between sport success and masculine characteristics leaving
limited or no access for women in positions of power and high salaries (Whisenant,
2005). Individuals are inclined to be more at ease, have more confidence in , collaborate
with, and link behaviors with career success for individuals with analogous
characteristics (Gorman, 2005).
Inequalities in sport careers are identifiable by considering the proportion of male
to female coaches and administrators as well as by evaluating organizational processes
that select and promote its members. Measures of career success are evidenced in sport
through assessment of both external (salary, rank, tenure) and internal measures
(perception, satisfaction, commitment; Judge, Cable, Boudreau , & Bretz, 1995). Internal
measures indicate the minority presence of women in collegiate sport is disconcerting for
sport leaders as females' perceive there to be existing barriers prohibiting success in
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which only a select few see coaching and administrative careers as a viable career choice
(NCAA, 2009). Identification of potential and perceptual obstacles was noted by the
2007-2008 NCAA Gender Equity in College Coaching and Administration: Perceived
Barriers Report questioning female student-athletes, coaches, and administrators
regarding "career aspirations" and "perceptions" of collegiate sport careers (NCAA,
2009). This study posited women's motivation to pursue sport as a feasible career as well
as to identify factors that would prohibit them or other women from pursuing sportrelated careers (NCAA, 2009). Survey questions targeted beliefs and attitudes regarding
satisfaction with coaching and sport administration as professions, as well as, work-life
balance, time demands necessary for successful athletic careers, reasons attributed to the
minority presence of women in coaching careers, and hiring practices (NCAA, 2009).
Time requirement and amount of travel were listed as the top reasons for the lack of
females in coaching careers and it was also reported that 38% of female coaches and 37%
of female administrators were dissatisfied with equality of sexes within athletics (NCAA,
2009).

Hegemonic Masculinity
The term hegemony describes inequities of organizational power as it relates to
sex and gender (Knoppers, 1992; Whisenant, Pedersen, & Obenour, 2002). Societal
institutions are thought to involve hegemony when one set of characteristics or attributes
are not only revered but also are accepted as "commonsense" or normal and the dominant
group (men), work systematically to separate themselves from the non dominant group
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(women) to retain power (Haeber, 2007; Whisenant et. al, 2002). Sport is classified as
hegemonic and is a hegemonic masculine institution as evidenced by the irrefutable
association between sport and masculinity (Whisenant et. al, 2002). Hegemonic
masculinity is the "dominance over women and other men [in terms of] physical strength,
aggressiveness, bravado, exclusive heterosexuality, emotional detachment,
competitiveness, [and the] viewing of women as sex objects" (Whisenant et. al, 2002, p.
486) . Sport is becoming less hegemonic for athletes although coaches and administrators
have not experienced simi lar benefit (Acosta & Carpenter, 2010).
Professional success in coaching and athletic administrative careers is defined by
dominant, masculine characteristics and behaviors (Knoppers, 1992). Successful
behaviors form a masculine identity in which all coaches and administrators, regardless
of gender, are compared against. This standard impacts all structural occupational
mechanism including job descriptions, hiring, promotion, and selection. Coakley (2001)
supported the belief that sport is a hegemonic masculine institution considering that the
equitable organizational processes of networking, evaluation, support, and development
do not exist.

Homologous Reproduction
Homologous reproduction is an organizational process in which power of the
predominant majority is exercised over the minority group via structural mechanisms
including networking, hiring, promotion , and advancement of individual s with similar
likeness (Sagas, Cunningham, & Teed, 2006). Stangl and Kane (1991) suggested it is the
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sex of the decision maker and individuals "most similar to managers in terms of physical
and social characteristics are also most likely to be promoted" (p. 50). In an attempt to
reduce environmental work uncertainties and increase expected work outcomes, decision
makers select similar others to create a more predictable setting (Sagas et. al, 2006). This
practice thereby thwarts the selection and advancement of individuals that do not belong
to the dominant group and promotes the male hegemony that exists in sport (Sagas et. al,
2006).
While the good "old boy network" impacts the number of women in sport careers,
it is the proportion of male athletic directors' that contributes greatly to the perpetuation
of homologous reproduction as there is a direct link between the sex of the decision
maker and the sex of individual selected for hiring and promotion (Sagas et. al, 2006, p.
504; Stang] & Kane, 1991 ). The selection of the "right kind of person" that most
represents the dominant group is the process of homologous reproduction (Stangl &
Kane, 1991 ). Whisenant et. al (2002) suggested that: "although organizational culture
may be strengthened by the recruitment and selection of a homogenous group of people
that fits the organization's mission and goals, such practices are problematic as they can
work to exclude women from higher administrative positions" (p. 487). The concept of
homologous reproduction has been tested to determine if differences exist in varying
levels of careers (athletic director, administration, head coach, and assistant coach)
finding that women are more likely to be excluded from decision making positions
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(athletic director, administration, and head coach) more so than from entry-level positions
(assistant coach; Acosta & Carpenter, 2010; Sagas et. al, 2006, Stangl & Kane, 1991).
Hegemony and homologous reproduction are evidenced in coaching as well as
athletic administration demonstrated by the NCAA's 2009 Perceived Barriers study
indicating same sex preferences in hiring in intercollegiate athletics (see Table 2). Acosta
and Carpenter (2010) reported similar findings by demonstrating how the sex of the
athletic director impacted the percentage of female coaches. As of 2010, women made up
38% of all head coaches when the athletic director was male with no females on the
administrative team (Acosta & Carpenter, 2010). This percentage increased to 41 % when
the athletic director was male with females on the administrative team and it jumped to
44.9% when the athletic director was female (Acosta & Carpenter, 2010). Athletic
directors are more inclined to hire coaches of their same sex which is concerning
considering that 81 % of NCAA athletic directors are male (Acosta & Carpenter, 20 l 0).

Table 2
Levels of Agreement with Selected Ideas Regarding Hiring in Athletics
Agree

Disagree

There are women in athletics administration who only hire women.

59 %

41 %

There are men in athletics administration who only hire women.

33 %

67 %

There are women in athletics administration who only hire men.

38 %

62 %

There are men in athletics administration who only hire men.

81 %

19%

Note: From "Gender equity in college coaching and admini stration: perceived barriers report ," by
National Collegiate Athletic Association , 2009.
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Despite a positive shift in sport participation opportunities for girls and women,
there is stiJl great concern for the declining numbers and limited access available for
women in collegiate sport careers. Gender stereotypes, hegemony, and homologous
reproduction are theoretical concepts that are evidenced in sport and explain the
inequitable proportion of females in sport professions. Coaches and athletic
administrators provide direction for their programs that greatly impact athletes,
campuses, and their community. It is this influence that reaches far beyond the walls of
the organization that greatly impact the future direction of sport and necessitates
advocacy and commitment toward equality.

Organizational Barriers
Female sport leaders perceive existing barriers prohibiting success in athletic
careers while it is likely that these barriers are also perceived for women outside the
profession as well (NCAA, 2009). Identification of potential and perceptual obstacles
was noted by the 2007-2008 NCAA Gender Equity in College Coaching and
Administration: Perceived Barriers Report questioning female student-athletes, coaches,
and administrators regarding their "career aspirations" and "perceptions" of collegiate
sport careers (NCAA, 2009). This study targeted women's motivation to pursue sport as a
viable career as weJl as to identify specific factors that would prohibit them or other
women from pursuing sport-related careers (NCAA, 2009). Survey questions targeted
beliefs and attitudes regarding satisfaction with coaching as a profession, work-life
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balance, time demands necessary for successful athletic careers, and reasons attributed to
the minority presence of women in coaching careers (NCAA, 2009). Time requirements
and amount of travel were listed as the top reasons for the lack of females in coaching
careers and it was also reported that 38% of female coaches and 37 % of female
administrators were dissatisfied with equality of sexes within athletics (NCAA, 2009).
This survey also indicated that, as a result of perceived barriers, qualified female
candidates do not apply for collegiate coaching and administrator careers (NCAA, 2009).
It is suggested that the minority presence of women in managerial positions is restricted
by a "glass-ceiling" in which barriers are often transparent and yet so limiting that it
prevents women and minorities from obtaining positions of power and decision making
(Morrison & von Glinow, 1990~ Sczesny, Bosak, Neff, & Schyns, 2004). Whi senant et al.
(2005) suggested that women may not be interested in or may view sport careers as offli mits due to "gender-related obstacles" rather than a lack of sport interest or a "lack of
skill s and abilities" (p. 916).

Structural and Interactional Mechanisms
Gender stereotypes are defined as "cultural constructs, shared at the societal level,
that describe what men and women are [thought] to be like" evidenced in structural
mechanisms such as job description language, hiring practices and procedures,
assignment of job responsibilities, evaluation, promotion, and wage disparities (Gorman ,
2005 , p.703). Sex role identification impacts "structural mechanisms" including formal
operating procedures as gendering of jobs, establi shing job responsibilities, determining
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wages, recruitment, and promotion while "interactional mechanisms" occur when
decision makers " repeatedly form impressions and evaluations" that serve as a basis for
decisi on making (Gorman, 2005, p. 702-703; Knoppers, 1992). Structural mechanisms
may also be gender neutral, but "affect men and women differently because men and
women tend to be located in different occupations, job ladders, family roles, and social
networks" (Gorman, 2005, p. 702). "Some jobs are reserved for men and some for
women based on perceptions of men 's and women's qualifications and productivity"
(Cohen, Broschak, & Haveman, 1998, p. 713). As more women fill lower level positions,
more women should also fill upper level positions as they become more qualified (Cohen
et. al, 1998). Likewise, as more women fill coaching and lower level sport management
positions, there should be more qualified women to choose from when selecting upper
management and athletic director candidates.
The distribution of sex within an organization is determined primarily through
three processes including "hiring, promotion, and turnover" (Cohen et. al, 1998, p. 712).
"Organizational sex composition differentially affects the career moves of men and
women, which in turn create new patterns of organizational sex composition" (Cohen et.
al , 1998, p. 712). Whisenant et. al (2005) examined organizational sex hiring processes
by determining the existence of gender bias in job description language. School districts
in the state of Texas (N = 500) were selected in which their athletic director job
descriptions were coded according to content analysis criteria (Whi senant et. al , 2005).
Gender disparate-impact discrimination toward women was evidenced in 17% of job
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descriptions as the position also required responsibilities as the head football coach while
83% of job descriptions did not indicate any discriminatory organizational processes (see
Table 3; Whisenant et. al, 2005). A similar study during the 2002-2003 academic year
indicated significant gender disparate discrimination in that almost 75% of athletic
director job descriptions also required responsibilities as the head football coach
(Whisenant, 2005). Within the state of Texas, 100% of interscholastic head football
coaches have been male (Whisenant et. al, 2005).

Table 3
Athletic Director Qualifications
Frequency
Teaching certificate
Knowledge of overall operations of an athletic program
Knowledge of state policies that govern athletics
Strong communication, public relations , and interpersonal skill s
Ability to manage budgets and personnel
Teaching and coaching experience
Education - Master' s degree
Abi lity to interpret data and implement policies and procedures
Additional duties - Head football coach
Prior administrative experience

85.7%
83%
82.1 %
80.4%
77.7 %
73.2%
64.3 %
64.3 %
17%
10.1 %

Note: From "Systematic Barriers in Athletic Admini stration: An Ana ly sis of Job
Descriptions for Intersc holastic Athletic Directors," by W. Whi senant, J. Miller, & P.M.
Pedersen, 2005.

Human and Social Capital
Sagas and Cunningham (2004) suggested that a primary indicator of athletic
administrator success includes differences in human and social capital and how they
affect men and women . Human capital theory says that those who invest in education,
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experience, training, competencies, and playing experiences for coaches and
administrators, achieve greater career success than those who do not (Sagas &
Cunningham, 2004). Playing experience may be most important when considering human
capital as demonstrated by a study from Fitzgerald, Sagaria, and Nelson ( 1994) reported
that of the athletic directors surveyed 80% were former collegiate athletes and 65% were
former collegiate coaches.
Social capital theory suggests the key to professional success and promotion is
dependent on relationships and networking including "network size, gender similarity tie
strength, contacts in higher levels, and intra-organizational ties (Sagas & Cunningham,
2004). The larger one's network, the more likely they are to have professional support,
career gratification, and be privy to advancement opportunities (Sagas & Cunningham,
2004 ). Social relationships are also believed to lead to greater career success when they
are with individuals of similar demographics that are in upper management positions
(Sagas & Cunningham, 2004).
Although investment in human and social capital are indicators for career
advancement, satisfaction, and increased salaries~ differences in return are evidenced
between men and women (Sagas & Cunningham, 2004). Sagas and Cunningham (2004)
assessed human and social capital indicators of NCAA Division I athletic administrators
by utilizing a career satisfaction instrument. This study suggested that human and social
capital impact men's career achievement more than women's career achievement (Sagas
& Cunningham, 2004). Variables included human capital, social capital, gender,
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promotion, and career satisfaction (Sagas & Cunningham, 2004 ). Administrators were
organized into groups (high and low) according to human and social capital investment in
which differential return for men and women was not indicated for social capital
investment, but was significant for human capital investment with regard to promotion
(Sagas & Cunningham, 2004 ). Men's professional success is more often associated with
investment and skill compared to women's success which, according to the attribution
theory, is more regularly associated with uncontrollable factors including luck or
affirmative action (Sagas & Cunningham, 2004).

Wage Gap
Inequality of sport organizational processes is also evidenced in external measures
including waged earnings. Giampetro-Meyer (2000) suggested when wages are unequal
and employers seek equitable wages, they "often start by finding a man (a "comparator")
whose background and accomplishments are similar to the woman ... the employer then
uses information about the comparator and his salary to estimate the true value of the
woman's labor" (p. 1). Comparison across gender lines suggests that one gender (male) is
the true indicator of success or fair wages in which the other gender will diabolically be
opposed.
Historically, wage discrepancies are evidenced by the National Women's Law
Center (NWLC; 2008) in which they reported that women earn 81 % of men's earnings
and that women on average earn approximately 78 cents to man 's dollar. Currently, there
exists a 20% wage gap between earnings of men and women when demographics
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including race, marital status, and the number and age of children are controlled for
(NWLC, 2008). NCAA Division I head football coaches report mean salaries of
$552,000 across all three sub-divisions while men's basketball coaches report mean
salaries of $409,600 (NCAA, 2008). Head coaches of NCAA Division I women's
basketball teams' mean salary is $187,300 (NCAA, 2008). Not only is this wage gap
trend consistent for all NCAA divisions, with the exception of Division III institutions,
but Div I-FBS institutions have spent the lowest proportion of money on women's teams
head coach salaries since the 1991-1992 academic year (NCAA, 2008). The NCAA
Gender Equity Study (2008) reported that head coaches of men' s teams receive 65 % of
money allocated to head coaches salaries and that assistant coaches of men's teams
receive 70%. As women represent fewer than 2% of men 's teams' coaches, they do not
have access to sport's high paying jobs. The EEOC (2009) addressed compensation and
sex discrimination of coaches by saying:
Where ... women have been prevented from competing for the higher paying jobs
coaching men's teams, an employer cannot rely on prior salary to defend its pay
disparities. Cultural and social factors may have artificially inflated men 's
coaches' salaries, and may cause them to be sustained at a discriminatorily high
rate. (Reliance on the Employee's Prior Salary as a Factor Other Than Sex, para.
1)

Knoppers, Meyer, Ewing, and Forrest ( 1989) empirically examined salary
differences of male and female college coaches of NCAA Division I institution s by
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applying principles of the human capital, structural, and capitalist patriarchy approaches.
See Table 4 for variables separated by explanations of salary differences.

Table 4
Explanations of Salaries and Their Related Variables
Approach

Variable

Human capital

Formal qualifications
Varsity athlete
Type of BA institution
P.E. major
Years of education
Job qualifications
Years of experience
Win/loss record

Structural

Gender ratio

Capitalist
Patriarchy

Gender of team
Type of sport

Note: From "Gender and the Salaries of Coaches," by A. Knoppers, B.B. Meyer, M.
Ewing, L. Forrest, 1989.

The human capital approach suggests that variations in wages are a result of
differences in "skills, abilities, and interests" of individuals that are distinguishing
characteristics of job applicants (Knoppers et. al, 1989). The structural approach
differentiates between individual characteristics and organizational mechanisms
suggesting that the structure of the organization more directly impacts work outcomes
and salary (Knoppers et. al, 1989). This theory posits that salary differences occur
because women tend to be located in lower level employment positions and are paid less
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according to the hierarchal structure within the organization ([(nappers et. al, 1989). The
capitalist patriarchy approach proposes that gender wage differences are explained by the
power and profit those organization owners and managers (men) have over lower level
workers (women) noting that inequity of a differential workforce is necessary to ensure a
profi t (Knoppers et. al, 1989).
Results of the study indicated that women reported significantly higher
qualifications in type of undergraduate institution, physical education major, and varsity
athlete (Knoppers et. al, 1989). Women also reported significantly lower qualifications in
years of education and years of experience with no significant difference in win/loss
record (Knoppers et. al, 1989). Salary predictors were concluded to be gender differential
while the gender of the team significantly affected men's teams coach's salaries and type
of sport denoted salary differences for all coaches regardless of gender (Knoppers et. al,
1989).
Although human capital determinants are most commonly used to explain
gendered salary differences, results indicated the strongest determinants being capitalist
patriarchy factors (gender of coach and gender of team; Knoppers et. al, 1989). Knoppers
et. al (1989) concluded that it is the combination of human capital, structural, and
capitalist patriarchal variables working succinctly that most comprehensively explain
gendered differences in wages.
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Budget and Funding
Quarterman, DuPree, and Willis (2006) determined that budget and funding are
among the top primary concerns that face female athletic directors across all three NCAA
divisions . The athletic directors' reported 150 challenging factors, which was reduced
into 13 categories in which budget and funding issues emerged as the principal theme
(Quarterman et. al, 2006). Responses included the "allocating [of] insufficient resources,"
"unbelievable low budget[s]," "budget issues" and "budget constraints" (Quarterman et.
al, 2006, p. 536-537). Their findings are analogous to previous research findings
confirmed by the 2004-09 NCAA Revenues and Expenses of Division I Intercollegiate
Athletics Programs Report (2010a) and the 2005-2006 NCAA Gender-Equity Report
(2008). While the objective of the Revenues and Expenses Report is to detail the finances
of intercollegiate athletics, the objective of the Gender-Equity Report is to describe issues
related to gender in intercollegiate sport (NCAA, 2008; NCAA, 2010a). The GenderEquity report identified primary concerns of female coaches and administrators to include
"athletics participation, number of [female] head and assistant coaches, salaries of
[female] head and assistant coaches, total expenses, recruiting expenses, athletically
related student aid, and overall revenues and expenses of intercollegiate athletics"
(NCAA, 2008, p. 6). In all NCAA Divi sion I sub-divisions there are two expenses which
account for 50% of all athletic expenditures including grants-in-aid ( 15 %) and salaries
and benefits (33%; NCAA, 2010a). Men 's Divi sion I programs expenses (all subdivi sions) totaled $8,653 ,600 or 66% of total athletic budgets as compared to 34% or

32

$4,447,900 expended by women's programs (NCAA, 2008). Table 5 details athletic
expenses by object of expenditure whilst also indicating the percent of expenses listed by
gender. This list is not all inclusive as it does not include guarantees and options paid,
head coach compensation by a third party, assistant coach compensation by a third party,
admi nistrative salary and benefits, administrative compensation, severance, game
expenses/officials, sport camp expenses, spirit groups, medical, membership dues, and
other. Men 's teams expenditures exceeded those of women 's teams in all categories
(including those listed and not listed in Table 5; NCAA, 2008). While differences
between budgeting and funding of women's and men's collegiate sport teams is vast, in
order to consider these amounts in context it is necessary to al so consider factors of
participation rates, overall revenues, and differences according to revenue and non
revenue producing sports.

Table 5
Athletic Expenses by Object of Expenditure
Average Expense and Percentage of Expenses by Gender
Expenses Category

Men' s Teams

%

Women ' s Teams

Athletic Student Aid
Head Coaches Salaries
Assistant Coaches Salaries
Recruiting
Team Travel
Equipment & Uniforms
Fund Rai sing/Marketing
Direct Facilities

2,192,500
1,202,400
1,124,700
247,300
915 ,600
349,100
162,300
629,400

55
65
70
68
63
68
78
80

1,809,500
659,000
48 1,700
115,900
548,300
161 ,000
46,600
154,000

45
35
30
32
37
32
22
20

Note: From "2005-2006 NCAA Gender-Equity Report," by NCAA , 2008.
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Work-Life Balance
Inter-role conflict is the conflict between an individual's organizational
responsibilities and their responsibilities of associative groups (Kinman & Jones, 2008).
Work-life balance describes the allocation of energy, time, and commitment across all
areas of our lives but more specifically with regards to work and family (Kirchmeyer,
2000). Waumsley (2005) defines work-life balance as "being able to achieve a balance
between working life and life away from work that is acceptable to the individual; a
balance which allows the successful fulfillment of potential in both domains with
minimal stress" (p. 4). Other applicable terminology includes work-family balance, workli fe imbalance and role-theory conflict (Aziz, Wuensch, & Brandon, 2010; Waumsley,
Hemmi ngs, & Payne, 2010). These concepts define how employees distribute themselves
to balance responsibilities in addition to describing positive and negative work outcomes
and key factors that aid and hinder career progress. "Balance is equal experiences in work
an d family roles [while] imbalance refers to an occupational stressor based on lost
resources of time, energy, and feelings toward work and personal life" (Aziz et. al, 2010,

p. 630).
Collegiate sport is considered a pressured work environment requiring long work
hours and intense travel that is particularly challenging for individuals with considerable
non work responsibilities (Waumsley et. al, 2010). Characteristics of stressful work
environments include anxiety, tension, negative psychological and physical health status,
dissatisfaction, alienation, high absenteeism, burnout, and recurring employee turnover
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(Kinman & Jones, 2008; Waumsley et. al, 2010). Individuals determine the priority of
their responsibilities and allocate their time according to the decided dominant role
causing conflict and reduced effectiveness when multiple roles require attention
concurrently (Waumsley et. al, 2010).
Work-life conflict of NCAA Division I head coaching mothers was assessed by
Bruening and Dixon (2010) as they evaluated sport organizational structures, cultures,
and gendered evaluations that have become institutionalized in sport. Specifically, their
research addressed self-evaluations and evaluations of others with whom their lives are
linked (e.g., family of origin, spouse/partner employers) to determine their impact on
their chosen life path. They also examined major professional "turning points" and the
influence of gender that redirected their life course (Bruening & Dixon, 20 l 0).
Findings of this study conclude that socio-cultural norms (gender roles and
hegemony) do impact work expectations and individual behaviors (e.g. stress, guilt, and
sacrifice of responsibilities; Bruening & Dixon, 2010). The lifestyle, expectation, and
support (administrative and spouse/partner) required of high level coaches was both
accepted and embraced by participants prior to having children and were re-evaluated
after the birth of the first child (Bruening & Dixon, 20 l 0). The amount of "overall
consideration," "flexible scheduling," and "staffing" from administrators after birth of the
first child was noted as the most significant variable when deciding if coaching was still a
viable career choice and if the institution was still a good fit (Bruening & Dixon, 20 l 0).
Participants did note that it is "difficult to compete in a system where many coaches had
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no external obligations" (Bruening & Dixon, 2010, p. 11) and the establishment of
success and resources prior to childbirth was crucial for continued career achievement.

Organizational Components
Culture
The aforementioned theories, barriers, and studies attest to the existence of
inequities in sport that challenge or prohibit the entrance and advancement of women in
sport careers. However, the significance of the underrepresentation of women is also
impacted by and reliant upon the nature and culture of organizations. Schein (1983)
suggested there to be five principles that make up the components of organizational
culture. These include one's relationship with the environment, organizational certainties,
human characteristics, human behaviors, and human relationships (Schein, 1983 ).
Hall, CuJlen, and Slack ( 1989) define organizational culture as what organizations
are in relation to their language, their symbolism, or ideologies which they found to be
infused with gender bias. Organizational culture also represents the values that bind
organizations and as the (Frontiera, 2010; Hoye, Smith, Westerbeek, Stewart, &
Nicholson, 2006) "fundamental process of creating sense and orientation, on which
actions and understanding are based" (Kaiser, Engel, & Keiner, 2009, p. 296). Culture is
evidenced in underlying meanings and interpretations of organizational values, behaviors,
and symbols which make them difficult to directly observe and measure.
Kanter ( 1977) and Marshal ( 1984) discussed the difficulty of being emerged and
accepted in an organization 's culture for the underrepresented gender by suggesting that
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because organizations' culture is male dominated, it is, therefore, the responsibility of
women to adopt and assimilate to the male culture. Hall et. al ( 1989) evidenced support
of this belief as women within sport organizations preferred to integrate within the male
organizational culture rather than to establish or distinguish a female culture. Cohen et. al
(1998) concluded that:
Sex composition is a fundamental aspect of social structure and hence is a
fundamental determinant of social inequality; the organizational distribution of
men and women strongly affect their psychological and economic reward ... which
in turn create new patterns of organizational sex composition (p. 712).

Structure
Structural components of an organization have traditionally been designed
hierarchically to centralize and control power as individuals with "more formal authority
in the organization will have more power than those with less authority" (Shonk &
Bravo, 2010, p. 280). Organizational structure is defined by Fischer and Sirianni (1984)
as a "complex set of social relations that are historical products of both class conflict and
the changing patterns of capitalism" (p. 16). Organizational management and structures
are designed for maximum efficiency which may conflict with the individual needs and
interests of its workers (Bolman & Deal, 2008). Bolman and Deal (2008), Fischer and
Sirianni ( 1984 ), and Hall et. al ( 1989) suggested that the distribution of "scarce
resources" is the most significant organizational process thereby making power the
primary currency. The limited number of women in high level, powerful position s is
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problematic and represents "structural deficienc[ies]" (Bolman & Deal, 2008). These
"structural deficiencies" are evidenced in collegiate sport organizations.
Mintz berg ( 1979; 1989) noted that organizational structures can be reduced into
two dimensions: centralization and standardization. Matheson (2009) defined
centralization and standardization as environmental stability and distribution of power,
respectively. Structural factors including centralization and power directly and heavily
influence an individual's perceived organizational support (POS) especially for those in
the lowest levels of the organizational hierarchy or the greatest distance from centralized
power (Shonk & Bravo, 2010). POS is defined as the worker's belief regarding "the
extent to which the organization values their contributions and cares about their wellbeing" (Eisenberger, Huntington, Hutchison, & Sowa, 1986, p. 501 ). Linkages have been
established between POS and organizational commitment, work attendance, job
performance, and job satisfaction (Allen, Shore, & Griffeth, 2003; Eisenberger,
Cummings, Armelo, & Lynch, 1997; Eisenberger et. al, 1986). Organizational
commitment refers to the strength of the correlation between an individual's intellectual

or emotional attachment to that of an organization as a whole, an organizational role, or
with a particular citizenry within the organization (Shonk & Bravo, 2010).
Eagly and Johnson (1990) concluded three primary reasons for sex-differentiated
leadership and management to include embedded gender traits and behaviors, "genderrole spillover", and differences in structural or status position. "Gender-role spillover" is
defined by Gutek and Morasch (1982) as "a carryover into the workplace of gender-based
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expectations for behavior" and is thought to negatively influence or cause conflict with
organizational roles (p. 58). It is the interpretation of structural roles and expectations that
contribute to sex-differentiated leadership (Kanter, 1977). Kanter (1977) goes on to
conclude that there are three primary structural variables that include opportunity (e.g.
likelihood of promotion), power (control of resources), and proportion (number and type
of workers at varying levels within the hierarchy).

Leadership
The definition of leadership is vital to comprehend the vast importance of gender
equality in organizations and more specifically sport organizations. Culture, structure,
and leadership are the three organizational components that directly influence the
processes by which workers are selected and chosen for advancement. High achieving
organizations are those that embrace an adaptive and diverse culture which is a direct
result of its leadership (Frontiera, 2010). Researchers have postulated a multitude of
leadership definitions which include the following.
•

"The process of influencing the activities of an organized group toward goal
achievement" (Roach & Behling, 1984, p. 46).

•

"A particular type of power relationship characterized by a group member 's
perception that another group member has the right to prescribe behavior patterns
for the former regarding his activity as a group member" (Janda, 1960, p. 358).

•

"The initiation and maintenance of structure in expectation and interaction"
(Stogdill, 1974, p. 411).
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•

"Sum of activities through which a hierarchical superior influences the behavior
of subordinates toward the voluntary and more effective pursuit of organizational
objectives" (Bergeron, 1979, p. 24 ).

While these definitions are similar and include like components, Yukl (1989) reduced
leadership down to two components: the process of influence and a group phenomenon.
Soucie (1994) added that the affect of one's leadership is heavily influenced by the
characteristics and actions of their workers. Primary factors included "enthusiastic
commitment, indifferent compliance, reluctant obedience, or full resistance" (Soucie,
1994, p. 3). As leaders are influenced by the actions of their workers; workers likewise,
respond to organizational environments and leaders with behaviors ranging from
commitment to resistance.
McGregor ( 1960) discussed the influence of leadership within an organization by
suggesting that organizational leader's assumptions about those they manage essentially
become self-fulfilling prophecies. Eagly and Johnson (1990), Riger and Galligan, (1980) ,
and Terborg ( 1977) also suggested that assumptions of female managers may also be
self-fulfilling prophecies as they are believed to be under qualified and negatively affect
worker morale. Despite the perception of leadership ability differences between men and
women, research confirms that men and women are "more alike than different" when in
similar positions (Bolman & Deal, 2008; Carless, 1998; Komives, 1991 ). V. E. Schein
(1975, 1990) also pointed out that women, as well as men , are responsible for the
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perception, association, and attribution of leadership ability to men or masculine traits
more so that for women.
Eagly and Carli (2003), Lipman-Blumen (1996), Kanter (1977), Hammer and
Champy ( 1994 ), Senge ( 1994), and Goleman, Boyatzis, and McKee (2002) all discussed
the ever changing nature of organizations that are more-so utilizing contemporary
leadership methodologies (e.g. cooperation, collaboration, empowerment, and
decentralization) and minimizing hierarchical structures that promote centralization.
Researchers that do recognize sex-differentiated leadership styles argue that these
contemporary and effective leadership methods are in line with leadership characteristics
attributed to females and that organizations would benefit from an increase in the number
of female managers (Book, 2000; Eagly & Carli, 2003; Helgesen, 1990; Rosener, 1990).
Research on leadership in sport suggests that sport leaders are inclined to task
orientation and initiation of structure as opposed to the development of interpersonal
relationships with organizational workers (Branch, 1990; Soucie, 1994 ). While strong
leader-worker relationships have been documented in sport organizations, contradictory
results are evidenced when considering workers vary according to gender (Soucie, 1994 ).
As traditional sources of power and management styles evolve, this research challenges
collegiate sport to utilize revolutionized and contemporary structures, management, and
leadership within sport organizations.
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Diversity
Coakley ( 1994) and Trail ( 1998) supported the concept that sport organizations
should advocate for acceptance of individual differences whether by facilitating men's
and women's sport teams equitably or by facilitating organizational workers. The support
of diversity is evidenced through the inclusion and immersion of individuals with varying
attributes into the organizational culture (Trail, 1998).
In addition to organizations supporting diversity via their culture, research
purports that individual differences in behaviors and style benefit others within the
organization (Eagly & Johnson, 1990). Traditional management methodologies are
associated with masculine characteristics including "competitiveness, hierarchical
authority, high control for the leader, and unemotional and analytic problem solving"
while feminine leadership abilities are described in terms of "cooperativeness,
collaboration, lower control for the leader, and problem solving based on intuition and
empathy as well as rationality" (Eagly & Johnson, 1990, p. 233). Sargent (1981) reported
that managers in organizations with a mixed sex distribution tend to assume "the best"
leadership characteristics as seen from their colleagues of the opposite sex. The adoption
of the other sexes leader attributes is used to improve the effectiveness of one's own
leadership style (Eagly & Johnson, 1990). While researchers cannot agree as to the
presence of leadership differences between men and women, research does
overwhelmingly support the importance of diversity within organizations and
management as it benefits workers of the opposing sex as well as balances the use of
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traditional, hierarchical and contemporary manager/leader behaviors (Bolman & Deal,
2008; Eagly & Johnson, 1990; Kanter, 1977).

Sport Organizations
Although the majority of research on organizational culture, structure, and
leadership is generalized for corporate business, Hall, Cullen, and Slack ( 1989) applied
these principles in relation to National Sport Organizations (NSO). They recognized that
organizations as well as sport organizations traditionally utilize a hierarchical gendered
structure where men are located in upper management positions and women are located
in low level, less powerful positions (Hall et. al, 1989). They concluded that while sport
organizations are unique because they do not represent traditional models of business or
public sector companies, but they more so resemble large organizations that utilize a
gendered structure (Hall et. al, 1989). Gendered structures are typically rationalized by
either "personal deficiencies (e.g. women lack the proper training, motivation, or skills),
or in terms of social factors (e.g. women's family responsibilities) that are outside the
control of the organization ... [and] the problem was rarely seen as within the organization
itself' (Hall et. al, 1989, p. 31).

Lack of Fit Model
Lack of Fit
Heilman's (1983) lack of fit model discusses differences between sex stereotypes,
gendered differences in behaviors, and the gendering of occupations and how they impact
work outcome expectations. When workers directly associate organizational norms and
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values with their own, they become strongly committed and integrated into the
organization's culture, structures, and leadership (Frontiera, 2010). However, when
organizational elements are not a strong match with workers, a lack of commitment or tie
is evidenced. Heilman' s ( 1983) lack of fit model is one useful means of determining the
strength of relationship and commitment between the organization and its workers . This
model recognizes differences between self-limiting behaviors of the underrepresented
group and discrimination from the dominant group. It is useful in explaining the
relationship between the perceptions of a person's ability and the perception of
characteristics of the job, which is often judged based on sex (Heilman, 1983). When
attributes of the individual and the organization are closely related, it is termed to be a
good "fit" and when they are not perceived to be closely related, it is termed to be a bad
"fit" and career success is not expected (Heilman, 1983). Jobs are thought to be gendered
which is a process that is derived from the perceived attributes of the job, the typical sex
of the "job-holder", and how success of the typical "job-holder" is defined (Gorman,
2005; Heilman, 1983). Similarly, Eagly and Karau (2002) suggested their role congruity
theory recognizes that women in predominantly male gendered professions, including
NCAA coaching and administrative careers are un-equitably evaluated by supervisors,
society, as well as themselves according to predetermined expectations of success and
potential for success (Eagly & Karau, 2002). These perceptions about job characteristic,
success, and individual worker' s abilities contribute to job selection , selection for
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employment, job satisfaction, and influence performance evaluation and promotion
(Heilman, 1983).

Types of Fit
Person-environment (PE) fit theory is grounded in numerous theories which
originated in the works of Plato (Dumont & Carson, 1995; Edwards, 2008) and again
with Parsons (1909). Succeeding theorists included Murray's (1938, 1951) need-press
model, Lewin's (1935, 1951) interaction theory, Dawis and Lofquist's (1984) Theory of
Work Adjustment, Schneider's (Schneider, 1983, 1987; Schneider et al., 1995; Schneider
et al., 2000) attraction-selection-attrition (ASA), and Holland's (1973, 1997) theory of
vocational behavior (Edwards, 2008; Kennedy, 2006). The concept of PE fit followed
these theoretical works to more specifically explain job satisfaction (Katzell, 1964;
Locke, 1976; Schaffer, 1953), job stress (French et al., 1982; McGrath, 1976), vocational
choice (Dawis & Loquist, 1984; Holland, 1997), recruitment and selection (Breaugh,
1992; Wanous, 1992; Werbel & Gilliland, 1999), and organizational culture (Chatman,
1989; Edwards, 2008; Meglino, Ravlin, & Adkins, 1989; Schneider, 1987).
As noted by Edwards (2008), these theories, when examined individually, do not
offer a comprehensive definition of PE fit, its specific components, causes, outcomes, or
conceptualizations of fit. Therefore, the key components of the aforementioned theories
are presented in an attempt to provide a complete and all-inclusive foundational basis to
empirically test the presence of fit among collegiate sport careers.
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Parsons ( 1909) is termed to be the founder of vocational psychology (Edwards,
2008 ; Hartung & Blustein, 2002) in which he describes his model of career decisionmaking as:
In the wise choice of a vocation there are three broad factors: (1) a clear
understanding of yourself, your aptitudes, abilities, interests, ambitions, resources,
limitations, and their causes; (2) a knowledge of the requirements and conditions
of success, advantages and disadvantages, compensation, opportunities, and
prospects in different lines of work; (3) true reasoning on the relations of these
two groups of facts (Parsons, 1909, p. 5)
He also details the outcomes of fit between the individual and the vocation by concluding
that a job that is in discord with the worker's talents results in "inefficiency,
unenthusiastic and perhaps distasteful labor, and low pay" (Parsons, 1909, p. 3) while a
job in accord with the workers' character results in "enthusiasm, love of work, and high
economic values - superior product, efficient service, and good pay" (Parsons, 1909, p.
3).

Lewin's (1935, 1951) interaction theory concluded that one's behaviors are a
product of both the person and the environment in which they simultaneously interact
(Edwards, 2008). This concept was later revised by Schneider (Schneider, 1983, 1987;
Schneider et aJ., 1995; Schneider et al., 2000) whom suggested that the environment is a
product of the person and their behaviors. Edwards (2008) suggested that research should
accept both of these depictions of the relationship between the individual, the
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environment, and one's behaviors as they are both conceivabJe and one does not Jend
itself to wronging the other.
Schneider's (Schneider, 1983, 1987; Schneider et aJ., 1995; Schneider et al.,
2000) theory of ASA is summarized into the concept that organizations are defined by the
character of its workers and the process of attraction, seJection, and attrition. The ASA
cycle causes organizations to become increasingly homogeneous over time as they
identify individual characteristics that will increase the likelihood of organizational goaJ
attainment (Schneider, 1983).
Homogeneity is illustrated in genera] (e.g. personality, abilities, behaviors, needs,
orientations, feelings, experiences; Schneider, 1987) and specific terminology (e.g.
personality, attitudes, and vaJues; Schneider et al., 1995, 2000) and is a long-term result
of organizationaJ processes which directly influence the performance of an organization
(Edwards, 2008). The ASA model defines organizational performance in relation to both
positive and negative outcomes including satisfaction, communication, cooperation,
harmony, adjustment, commitment, and diminished organizational effectiveness, adaptive
capacity, and survival (Edwards, 2008). Schneider ( 1987) detailed PE fit as the "fit
between individual expectations and the reality of organizational life [such that] if people
who do not fit leave, then the people who remain will be similar to each other" (p. 442).
Person-environment fit describes the similarity or fit of the attributes of an
individual as compared to the characteristics of the work environment (Kennedy, 2006;
Thomas, Buboltz, & Winkelspecht, 2004). The research of Carless (2005), Tinsley
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(2000), and Spokane (1985) all conclude that when individuals hold jobs that are similar
to their own professional personalities, the individuals are considerably more flexible and
satisfied with their career choices. When attributes of the individual (values,
demographics, and experiences) are thought to be a congruent fit with those of the work
environment, positive work outcomes, career success, satisfaction, and commitment are
likely. However, when a non congruent fit occurs, negative work outcomes or
anticipation of failure is expected (See Figure 1; Cha, Kim, & Kim, 2009; Thomas et al.,
2004).

Perceived Attributes

~ ,

Expectations of Success

1----.

Expectations of Failure

}
Perce ived Job Req uireme nts

Poor Fit

Note: From "Sex Bias in Work Settings: The Lack of Fit M odel. " By M.E . Heilman , 1983 .

Figure 1. Perceptions of fit and outcome expectations

French and Kahn ( 1962) discussed the consequences of PE fit with regards to
mental health and worker adjustment by saying that individual s adjust to their work
environment in response to the "goodness of fit" between the individual and work
supplies. A lack of fit or "maladjustment" results in deprivation, dissatisfaction, and an
"inability to achieve value goals in a specific set of environmental conditions" (p. 45).
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French et al. ( 1982) expanded upon the work of French and Kahn ( 1962) to conclude that
PE fit and work outcomes are a product of needs-supplies and demands-abilities fit in
which persons and organizations will 'adjust' to account for their level of fit. They found
that one ' s (e.g., person and environment) adjustment to fit was not only impacted by
current misfit, but also past and foreseeable misfit or strain (French et al., 1974 ).
In addition to the aforementioned theory constructs, a comprehensive
understanding of PE fit necessitates definition of the terms: person and environment
while detailing their differentiated criteria (Edwards, 2008). Schneider ( 1987) identifies
attributes that define a person to include personality, behavior, experiences, orientations,
feelings, and reactions. Organizations, however, are defined according to structure,
technology.
Organizational behavior and psychology research has further defined PE fit to
link worker and recruiter perceptions regarding the worker's fit to specific components of
the work environment rather than to the work environment as a whole (Carless, 2005;
Feij, Van Der Velde, Taris, & Taris, 1999; Kennedy, 2006; Kristof-Brown, Jansen, &
Colbert, 2002). These components or levels include: person-vocation (PV) fit, personcareer (PC) fit, person-organization (PO) fit, person-job (PJ) fit, person-group (PG) fit,
and person-supervisor (PS) fit (Bretz & Judge, 1994; Cha at al., 2009; Cheng, Wang,
Horng, & Huang, 2007; Kennedy, 2006; Kristof-Brown et al., 2005; Parasuraman,
Greenhaus, & Linnehan , 2000; Thomas et al., 2004). While each of these dimensions of
fit consists of varying antecedents and consequences, it is PO and PJ fit that are
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documented to be instrumental factors in worker selection, hiring decisions, and
commitment (Kristof-Brown, 2000).
Workers and organizations benefit from positive levels of fit as described by
Heilman (1983), Schneider (1987), Phillips (1998), and Wanous (1978, 1980). Fit was
originally described as a "matching model" which was intended to encourage workers to
select jobs that were a realistic match for their own values and skiJJ sets (Kristof-Brown,
2000). The concept of fit was grounded in Schneider's ( 1987) ASA model which
suggested that positive fit would reduce the frequency and likelihood of worker turnover
as individuals are cognizant of the likeness of values with an organization and will
actively seek or leave organizations in pursuit of a better fit. Kristof-Brown (2000)
suggested that worker and organization consideration of multiple levels of fit is correlated
with positive worker attitudes and job performance.
While the levels of fit do overlap, they have been empirically proven to be distinct
and independent of each other as they have varying predictors that uniquely contribute to
work outcomes (Kennedy, 2006; Carless, 2005; Kristof-Brown, 2000; Lauver & KristofBrown, 2001). Edwards (2008) addressed the levels or components of fit in terms of how
they specifically provide for the individuals needs, account for their abilities, and
differentially interact with the social environment according to groups, organizations,
jobs, or vocations.
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Person-Organization Fit
PO fit describes the match between a person and a professional organization
incl uding congruence between an organization's mission, values, goals, structures,
processes, and cultures and is described in terms of needs-supplied fit (Carless, 2005;
Kennedy, 2006; Lauver & Kristof-Brown, 2001). Murray (1938, 1951) first detailed
needs-supplied fit in terms of press. Press is any stimulus that satisfies or withholds
fu lfillment of a need (Edwards, 2008; Murray, 1938, 1951). Needs-supplies fit further
implicate the satisfaction of person needs as supplied by the work environment (Edwards,
2008). When the person ' s and the organization ' s needs are supplied by the other it is
typically referred to as individual-organizational value congruence (Cable & Judge, 1997;
Kristof-Brown, 2000). This type of fit is concerned with workers' personality traits in
comparison to the characteristics of the organization (Cable & Judge, 1997; Kri stofBrown, 2000). PO fit is grounded in the belief that workers can actively establish a
positive fit within their organization or by selecting organizations that are similar to their
own likeness (Bowen, Ledford, & Nathan, 1991; Cable & Judge, 1996; Schneider, 1987;
Wanous, 1980).
Personality traits are described by Hogan (1991) as regularities in social behavior
that are used to generate expected behavioral norms and describe how individuals will
interact in similar ways. These similarities lead to attraction between individuals with like
personalities and in turn generate higher levels of satisfaction , a reduction in worker
stress levels, and increases in career success and longevity (Bretz & Judge, 1994; Kri stof-
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Brown, 2000). Additional factors that are used to determine PO fit include "GPA, jobrelated coursework, work experience, articulateness, and interpersonal skills" (KristofBrown, 2000, p. 645).
Positive value congruence indicates similar or shared characteristics between the
worker and the organization is described as a compatible or supplementary fit (KristofBrown, 2000). Chatman ( 1989) noted that value congruence is vital to fit and positive
work outcomes as values are "fundamental and enduring aspects of individuals and
organizations" as they directly influence behavior and decision-making (p. 339).
Organizational culture and socialization is strongly correlated with performance
outcomes and is a direct result of value sharing and congruence (Kristof-Brown, 2000;
Cable & Judge, 1996; Deal & Kennedy, 1982; Schein, 1990; Chatman, 1989). Valuecongruence is reported to be the strongest predictor of PO fit as compared to
demographics and human capital factors (Kristof-Brown, 2000; Cable & Judge, 1997)
and is detailed in terms of content (e.g., of what and how much a person desires of a
value) and intensity (e.g., the importance of the value; Edwards, 2008). Locke (1976)
formulized the relationship of values (e.g., Ve = value content; V; = value intensity),
perception (e.g., P = perceived amount, and satisfaction (e.g., S = satisfaction) as:

to algebraically demonstrate how one's satisfaction of a job is assessed according to
perception (e.g., rather than actual) use of values (Locke, 1976, p. 1306; Edwards, 2008).
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While value congruence is the strongest predictor of PO fit, Cable and Judge
(1 996) also suggest the importance of demographic similarity between the individual and
the organization. "Individuals who are demographically similar to other organizational
members (in terms of age, race, gender, socioeconomic status, etc) appear to enjoy
important benefits that less similar individuals are less likely to receive" (Cable & Judge,
1996, p. 295). Similar individuals are noted as having better communication with group
members which directly affect worker attitudes, performance outcomes and ratings,
turnover, and role ambiguity (Cable & Judge, 1996; Judge & Ferris, 1993; Mael, 1991;
Jackson, Brett, Sessa, Cooper, JuJin, & Peyronnin, 1991; Tsui & O'ReilJy, 1989; Tsui,
Egan, & O'Reilly, 1989; O'Reilly, Caldwell, & Barnett, 1989). Relational demography
describes the likeness between the individual and the organizations group members' age,
gender, race, educational level, and social economic status (Cable & Judge, 1996;
Jackson et al, 1991; Tsui & O'Reilly, 1989; Tsui et. Al, 1989).

Person-Job Fit
PJ fit is the most expansive of PE fit levels described as the match between an
individual and their vocation or profession (Kennedy, 2006). PJ fit details the
compatibility of a person and a specific job type based upon the likeness of worker's
knowledge, skills, and abilities (KSAs) and the skill set required by the job (Kennedy,
2006; Lauver & Kristof-Brown , 2001). Breaugh's (1992) person-job congruence model
describes person-job fit to be the "congruence between a person 's abilities and the skills
required by the job ... results in a satisfactory level of job performance [and] a good fit
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between a person's needs/wants and the attributes (rewards) a job offers ... will result in a
sense of value attainment [and] job satisfaction" (p. 159). W erbel and GiJliand (1999)
also conceptualized that person-job fit outcomes include job proficiency, technical
understanding, and work innovations.
PJ fit details the compatibility of a person and the tasks of a specific job and is
described in terms of demand-abilities fit (Kennedy, 2006; Lauver & Kristof-Brown,
2001; Edwards, 1991 ). Demand-abilities fit occurs when the worker exhibits the skills
that meet the requirements of the job while needs-supplies fit describes when the job
meets the needs of the worker (Kristof-Brown, 2000; Edwards, 1991 ). When both the
worker and the jobs needs-demands are met it is referred to as a complementary fit
(Carless, 2005). "Person-job fit studies suggest that a fit at higher levels of both person
and job components are generally associated with more positive employee outcomes than
a fit at lower levels" (Cha et al., 2009, p. 1863).

Person and Environment Constructs
Fit is conceptualized in terms of actual and perceived fit or objective and
subjective fit assessments (Edwards, 2008). Actual and perceived fit constructs were
conceptualized by Murray (1938, 1951), Locke (1969, 1976), and McGrath (1970, 1976)
which concluded that perception of the person-environment relationship is a more
accurate indicator of fit (Edwards, 2008). Caplan (1983, 1987), French et al. (1974), and
Harri son ( 1978, 1985) described person-environment constructs in terms of objective and
subjective fit who also concluded that subjective measures were a more viable indicator
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of fit (Edwards, 2008). French et al. (1974) formulized their construct classifications
which are depicted in Table 6.
Table 6
Classification of the Person and Environment

Objective

Subjective

Person
Environment
P-E fit
Note: P 0 and Ps refer to the objective and subjective person; E 0 and Es refer to the
objective and subjective environment; F 0 is the fit between the objective person and
environment; Fs is the fit between the subjective person and environment. Adapted
from "Adjustment as person-environment fit" by French et al. , 1974, p. 3 I 9.

While French's et al. (1974) classifications each impact person mental health and
adjustment, they did note that the subjective person and environment measures were the
primary cause of psychological strain.

Outcomes of Fit Perceptions
Individuals who share similar characteristics with an organization and job are
more likely to experience increased organizational commitment, satisfaction, and
decreased intention to quit (Bretz & Judge, 1994; Cable & Judge, 1996; Chatman, 1989,
1991; O'Reilly et. al, 1991). PO fit perceptions have been statistically linked to influence
career attitudes and intention (Carless, 2005). PJ fit has been criticized for its unreliable
influence on career selection decisions, but both PO and PJ have been noted for their
significant contributions toward performance outcomes (CarJess, 2005; Chatman, 1991;
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Lauver & Kristof-Brown, 2001; O'Reilly et. al, 1991; Saks & Ashworth, 1997). Cable
and Judge (1 996) and Chatman's (1991, 1989) research indicate strong empirical support
that PJ fit perceptions significantly predict job satisfaction and intent to quit but did not
yield similar results for organizational commitment. See Table 7 for a depiction of PO
and PJ fit to their related outcomes.
Table 7
Type of Fit, Evaluative Criteria, and Work Related Outcomes
Persnn-Job

Pers(lll-Org.irnz.1 !1011
\V,)rk Rel.ited 011trnme

Ted11 11c.i l rs !lfa11.ige1 ()n e11t.i tw11
Perso11a ht~· Co11g111e11ce
Interest C'onim1e11ce

C.ireer .itt1tmle,
Job d101ce dec 1s10ns
Job performilnce
Perceired org,u11z.it10n.il s11pp(1rt

Skill s
.-i.b1ht1es
Work experi ence
C.ireer de1·elop111ent
Int ern.i i ,,·ork nwt1r .itwn
Requu ed _1 ,) b sktll set

fob :' .tl1sfr1ct 1c•11
Intent tl) q111t
Ocrnpat Jl)tWI c<'lnurn t111e11t

De111ogr.iph1cs
.-i.ge
Gender
R.ice
Ed11c.i!t,111.i l Le1·el
!lfan t.il St.it11s
Number of C'h1ldre11
Ln-1112 .-i.rr.1112e111ent \\'Ith Cl11ldre11
St11 de11t-athlete statu s
NC.-i..-i. D1rnw11

Job satisfaction. Boonzaier, Ficker, and Rust (2001) define job satisfaction as the
extent that an employee is "satisfied and happy" with their current employment (p. 12)
while Locke ( 1969) defines job satisfaction as "the pleasurable emotional state resulting
from the apprai sal of one 's job as achieving or facilitating the achievement of one 's job
values (p. 316). The theory of job satisfaction compares job supplies to indi vidual needs
and wants (Edwards, 2008 ; Katzell , 1964; Lawler, 1973 ; Locke, 1969, 1976; Morse,
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1953; Porter & Lawler, 1968; Schaffer, 1953) which is the foundational concept of
needs-supplies fit (Edwards, 2008). Schaffer' s (1953) theory of job satisfaction states
that:
For any individual in any given situation the amount of tension or dissatisfaction
generated is determined by (a) the strength of his [sic] needs or drives, and (b) the
extent to which he [sic] can perceive and utilize opportunities in the situation for
the satisfaction of those needs (p. 2).
Shaffer (1953) details the measures of need satisfaction in terms of desired and perceived
amounts , frequency, and duration while defining dissatisfaction as "a conscious
recognition of a state of tension" (p. 2). He describes the relationship of need satisfaction
and need strength by saying:
Over-all job satisfaction will vary directly with the extent to which those needs of
an individual which can be satisfied in a job are actually satisfied; the stronger the
need, the more closely will job satisfaction depend on its fulfillment (p. 3).
There are six components of job satisfaction including satisfaction with pay,
promotion, people, supervision, the work itself, and total satisfaction. These measures
have been primarily evaluated using the Job Descriptive Index (JDI) and Hackman and
Oldham's Job Diagnostic Survey (Boonzaier et al., 2001; Smucker, Whisenant, &
Pedersen, 2003). These surveys evaluate job satisfaction according to growth need
strength, pay satisfaction, security satisfaction, co-worker satisfaction, supervision
satisfaction, and knowledge and skill satisfaction (Boonzaier et al., 200 l; Smucker et al. ,
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2003). These job variables affect an individual's psychological state including work
significance and work outcome accountability while significantly affecting the
relationship between job characteristics and personal and work outcomes (Boonzaier et
al., 2001). According to Locke (1969) job satisfaction is assessed according to "1) the
perception of some aspect of the job; 2) an implicit or explicit value standard; and 3) a
conscious or subconscious judgment of the relationship between (e.g., discrepancy
between) one's perception(s) and one's value(s)" (p. 316-317).
Organizational structures and processes of a job or career make a profound effect
on employee "attitudes, beliefs, and feelings" (Thomas et. al, 2004 ). Shaffer (1953)
suggested that needs and opportunities are parallel factors in such a way as to make the
correlation between need-opportunity fit and job satisfaction curvilinear (Edwards, 2008).
Job satisfaction is highest when the needs of the individual and the opportunities afforded
by the environment significantly align and is lowest when needs, values, and
opportunities are maligned (Edwards, 2008; Katzell , 1964; Shaffer, 1953).

Commitment and intent to quit. Cha et al., (2009) noted the symmetry in
measuring job satisfaction and organizational commitment suggesting that as one
increases or decreases so does the other at equal increments. Organizational commitment
is referred to as a product of congruency or fit between the person and the organization
(Edwards, 2008; Wanous, 1980). Dawis and Lofquist (1984) recognize commitment via
their theory of work adju stment by suggesting that individual s who remain in a work
environment with "substantial tenure establish the limits of sati sfactoriness and
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satisfaction from which tenure can be predicted" (p. 57). Wanous' ( 1980) matching
model describes the correlation between fit and occupational outcomes as symmetric in
that matches increase and mismatches decrease job performance, job satisfaction, and
commitment.

Job performance. Job performance, according to McGrath's (1970, 1976) model
of stress and performance is described in terms of stress and demands-abilities fit. Stress
is termed to be "a substantial imbalance between environmental demands and the
response capability of the focal organism" as it is perceived (McGrath, p. 17). Demandabilities misfit (e.g., stress) occurs when demands and abilities gravitate away from each
other regardless of the direction of gravitation (Edwards, 2008; McGrath, 1970) and is
noted to be the primary cause of "organizational strain" (Edwards, 2008, p. 190;
Harrison, 1985). A demand is defined as a "load, or input, or 'stressor', or press, or
environmental force (McGrath, 1970, p. 15) and designates "the degree to which a
favorable versus unfavorable outcome" (McGrath, 1976, p. 1361) is consequential of job
performance. Ability was also defined by McGrath ( 1976) to be the indication of average
job performance. Demands-abilities fit is conceptualized by person-job fit theory to be
curvilinear in that as the person 's and environments demands and abilities satisfy the
others, then job performance is high and when demands and abilities are a misfit , job
performance is low (Edwards, 2008).
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CHAPTER III
METHOD
Person-environment fit concepts were empirically tested within the profession of
NCAA collegiate sport careers. This study randomly surveyed male and female athletic
directors, associate/assistance athletic directors, senior woman administrators, and head
coaches from all three NCAA divisions and included all championship sports.
This research was designed to assess the impact of gender and the perception of personorganization fit on the person-job work-related outcomes of: job satisfaction,
commitment, and intent to quit. Given the purpose of the study, the following methods
were used for data collection and analysis in this study.

Participants
Participants were selected using criterion based sampling techniques according to
current collegiate sport position. A custom electronic database was purchased from
Collegiate Directories (2011) providing electronic mail addresses for NCAA athletic
directors, associate athletic directors, assistant athletic directors, and a sample from the
head coach group. The Collegiate Directories listing is the official directory of the
National Association of Collegiate Directors of Athletics (NACDA) and the NCAA. It is
considered to be the most accurate and comprehensive listing available. See Table 8 on
page 63 for population stratification according to current position, the number of
individuals in the Collegiate Directory listing, and sample selection criteria. For the head
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coach group, sample size was calculated using 5% margin of error, a 95 % confidence
level, and 50% response distribution to predict the largest sample size needed (Fields,
th

2009). Every 50 head coach was selected for recruitment as well as all individuals in the
Collegiate Directory (2011) listing for the AD, Associate AD, Assistant AD, and SW A
groups. The total population sizes were reported from the 2009-2010 Race and Gender
Demographics: Member Institutions Report (NCAA, 2010). Table 8 below indicates the
numbers for each participant group that were indicated by the 2009-2010 Race and
Gender Demographics: Member Institutions Report (NCAA, 2010) and the Collegiate
Directories (2011) listing.
The Collegiate Directories (2011) listing and the group numbers reported by the
NCAA did not correspond equitably; however, the Collegiate Directories listing is
considered the most accurate job holder list that provides contact information.
Di screpancies between the numbers of individuals within each participant group may
reflect employment changes that occurred from the time the 2009-2010 Race and Gender
Demographics: Member Institutions Report concluded which was in 20 l O and the
Collegiate Directories listing which was updated in 2011. Other possible explanations
included how the NCAA define and distinguish their positions (AD, Assoc/ Assis AD,
SW A, head coach) as compared to Collegiate Directories and how job holders

information is reported and recorded. Also noteworthy is that job holders within NCAA
athletic programs often hold multiple job titles creating an overlap between the different
positions.
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Table 8
Population Stratification by Group and Participant Selection Criteria

Population Size

Collegiate Directory
Listing

Selection Criteria from
Collegiate Directory Listing

AD

1081

1029

All were included

Associate AD

1898

1706

All were included

Assistant AD

1999

1479

All were included

SWA

1043

698

All were included

Head Coach

18723

401

Every 50th person

Note: Population size adapted from "2009-2010 Race and Gender Demographics: Member Institutions
Report" by NCAA, 20 I 0.

Procedure
A list of participants was compiled by purchasing a custom directory listing of
NCAA athletic directors, associate athletic directors, assistant athletic directors, senior
woman administrators, and head coaches from Collegiate Directories (2011 ). Collegiate
Directories (2011) produces the National Directory of College Athletics

TM

and is the

official directory of The National Association of Collegiate Directors of Athletics
(NACDA). It is reported to be the most comprehensive list of colleges and universities
with sport programs but may not include all sport programs or individuals working within
those programs. The Collegiate Directories (2011) li st included current employment
positions within the athletic department, the name of the job holder, and their contact
information (Collegiate Directories, 2011 ). Collegiate Directories (2011) annually
compiles their directory listing as NCAA universities log into their online database
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system and seJf-report the names, titles, and contact information for all employed
personnel.
Using the custom directory and email addresses that were purchased and provided
from Collegiate Directories (2011), a separate email was complied for each group
providing a cover letter and link to the survey. The cover letter included the purpose of
the research, a description of survey procedures, a description of potential risk, a
statement of informed consent, a statement of confidentiality, a statement of voluntary
participation/withdrawal, and a statement of research problem prevention. Cover letters
were addressed to each participant group specifically. Covers letters for each group are
located in Appendices B, C, and Don pages 175-181.
Participation in this study was completely voluntary and participants were
allowed to withdraw at any time without penalty. Participants were not excluded from
invoJvement in this research other than by utilizing current position criteria and age.
Participants were required to be an athletic director, associate/assistant athletic director,
senior woman administrator, or a head coach at an NCAA institution and must have been
at least 18 years of age. Individuals of both genders (e.g., male and female) and from all
NCAA divisions were included in this research.
Participants were asked to complete the electronic survey and were provided a 10
day return date. Follow-up emails were sent following the return date to the entire group
of participants to encourage those who did not complete the questionnaire to participate.
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Participants were automatically thanked for their participation following the submission
of the survey instrument.
Survey responses were automatically and anonymously recorded upon submission
of the survey. The return of the completed questionnaire constituted the participants
informed consent as participation was strictly voluntary. Anonymity and confidentiality
were maintained as no personally identifiable information was retrieved. Only the
primary investigator had access to survey results and data remained in aggregate form.
No participants reported any problems during completion of the survey instrument. One
participant contacted the primary investigator for study results in which the final
manuscript was sent via electronic mail at the completion of the study.
The potential risk for participants was considered to be minimal in that the
probability and magnitude of harm or discomfort were not greater in and of themselves
than those ordinarily encountered in daily life or during the performance of routine
physical or psychological examinations or tests.

Instrument
Data was obtained via an electronic survey using Psychdata. Survey questions
were selected and compiled from a number of well established and reliability tested
instruments including the Job Diagnostic Survey (Hackman & Oldham, 1974),
Occupational Commitment Scale (Meyer, Allen, & Smith, 1993), and the Organizational
Culture Profile (O'Reilly, Chatman, & Caldwell , 1991). Work related experience and
demographic questions were adapted from the 2007-2008 NCAA Perceived Barriers
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Report survey which indicated the individual 's collegiate athletic playing experiences,
educational level, previous and current positions held, member institution division, and
career aspirations.
Instrument questions addressed person-organization and person-job fit with regard
to technical and managerial career orientation, career development opportunities, job
satisfaction, growth satisfaction, organizational commitment, internal work motivation,
perceived person-job fit, perceived job opportunities, intent to leave, value congruence,
personality congruence, and interest congruence.
Participant responses for both fit scales were structured using a 7-point Likert
scale as this assessment method was recommended for the measurement of PE fit and
attitude scales (Caplan, 1987; Cha et al, 2009; Edwards & Parry, 1993; Edwards &
Kenney, 1946). The 7-point Likert rating scale was also selected as it yields stronger
reliability and validity marks when compared to rating scales with fewer points (Dawes,
2007). The 7-point rating scale was preferred as scales with more points do not
significantly improve the reliability or validity marks and therefore, are deemed
unnecessary (Dawes, 2007). The survey included 5 Likert-type scale respon se anchors
including level of importance, level of agreement, frequency, likelihood, and level of
satisfaction (See Table 9; Vagias, 2006). See Table 10 on pages 74-77 for the complete
survey instrument.
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Table 9
Likert Response Scale Items
7
Level of Importance

Not at all important

Extremely important

Frequency

Never

Every time

Level of Satisfaction

Completely dissatisfied

Completely sati sfied

Level of Agreement

Strongly disagree

Strongly agree

Likelihood

Extremely unlikely

Extremely likely

Table 10
Fit Item Sources and Links to Research Questions
Source

Item
Person-Organization Fit (Demographics)
1. Age
2.

Gender

3.

Ethnicity

4.

Current marital statu s

5.

Number of dependents

6.

Please indicate your living arrangements with
your dependents.
If you were a student-athlete in college, for
what Division did you compete in
intercollegiate athletics?
Please indicate all educational degrees you
have earned.
Which of the following best describes your
long-term goals?

7.

8.
9.

U sed by
(2009)
Used by
(2009)
Used by
(2009)
Used by
(2009)
Used by
(2009)
Used by
(2009)
Used by
(2009)

Research
Question

NCAA

2

NCAA

2

NCAA

2

NCAA

2

NCAA

2

NCAA

2

NCAA

2

Used by NCAA
(2009)
Used by NCAA
(2009)

2
2

Continued
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Person-Job Fit (Work Experience)
I. To what Division is your institution a
member?
2.
3.

I have been employed in the following
positions.
What is your current status in intercollegiate
athletics?

Person-Organization Fit (Job Performance)
1. To establish a reputation within your
profession as an outstanding administrator or
coach.
2. To make a contribution to the body of athletic
knowledge.
3.

To advance to upper level s of management.

4.

To develop and utilize management skills.

Person-Organization Fit (Personality Traits)
I. The extent to which your current organization
or job provides the career characteristics that
best desc ribe you.
Person-Job Fit (Skills-Abilities)
I. To what degree do you think you possess the
skills and abilities to perform this job?
2.
3.
4.

To what extent do your skills match or fit the
requirements of the job?
To what extent do your abilities match or fit
the requirements of the job?
To what degree is your performance hurt by a
lack of expertise on the job?

Person-Job Fit (Knowledge)
I. To what extent does your knowledge match or
fit the requirements of the job?

Used by NCAA
(2009)

2

Used by NCAA
(2009)
Used by NCAA
(2009)

2

Used by Gerpott,
Domsch, & Keller
( 1998)
Used by Gerpott,
Domsch, & Keller
( 1998)
Used by Gerpott,
Domsc h, & Keller
( 1998)
Used by Gerpott,
Domsc h, & Keller
( 1998)

2

1/4/5
1/4/5
2/4/5
2/4/5

Used by Gerpott,
Domsc h, & Keller
( 1998)

2/4/5

Used by O'Reilly,
Chatman, & Caldwell
( 1991 )
Used by Saks &
Ashworth ( I 997)
Used by Saks &
Ashworth ( 1997)
Used by O'Reilly,
Chatman, & Caldwell
( 199 I)

2/3/4

Used by Saks &
Ashworth ( 1997)

2/3/4

2/3/4
2/3/4
2/3/4

(Continued)
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Person-Job Fit (Career Development)
1. The amount of personal growth and
development I get in doing my job.
Person-Job Fit (Job Satisfaction)
1. The extent to which you are satisfied with your
job.
2. The extent to which you are satisfied with your
current pay.
3. The extent to which you are satisfied with your
current career.
4. The extent to which you are satisfied with your
promotion opportunity.
5. The extent to which you are satisfied with your
employment opportunities in your relevant job
market at the present time.
6. The feeling of worthwhile accomplishment I
get from doing my job.
7. Generally speaking, I am very sati sfied with
my job.
8. I am generally satisfied with the kind of work I
do in this job.
9. I feel a great sense of personal sati sfaction
when I do thi s job well.
Person-Job Fit (Organization Commitment)
I. I could just as well be working for a different
organization as long as the type of work were
similar.

Used by Boonzaier,
Ficker, & Ru st (2001)

2/3/4

Used by Van de Ven
& Ferry ( 1980)
Used by Van de Ven
& Ferry ( 1980)
Used by Van de Ven
& Ferry ( 1980)
Used by Van de Ven
& Ferry ( 1980)
Used by O'Reilly,
Chatman, & Caldwell

1/3/4
1/3/4
1/3/4
1/3/4
1/3/4

( 1991)

Used by Boonzaier,
Ficker, & Ru st (200 I)
Used by Van de Ven
& Ferry ( 1980)
Used by Van de Ven
& Ferry ( I 980)
Used by Van de Ven
& Ferry ( 1980)

1/3/4
1/3/4
1/3/4
1/3/4

Used by Porter,
Richard, Mowday, &
Boulian (1974)

1/4/5

2.

It would take very little change in my present
circumstances to cause me to leave thi s
organization.

Used by Porter,
Richard, Mowday, &
Boulian ( 1974)

1/4/5

3.

I feel a sense of ownership for thi s
organization rather than being just an
employee.

Used by Porter,
Richard , Mowday, &
Boulian ( 1974)

1/4/5

Person-Job Fit (Intent to Quit)
I. I seldom think of quitting thi s job.

Used by Boonzaier, Ficker,
& Ru st (200 I )
Modified from O'Reilly,
Chatman, & Caldwell

2.

I intend to remain with my current
organization.

3.

I intend to remain in my current profession.

1/3/4
1/3/4

( ] 991)

Modified from O'Reilly,
Chatman, & Caldwell
( 1991 )

68

1/3/4

Table Cont'd
Person-Organization Fit (Values Congruence)
1. I am unable to maintain my values working in
this profession.
2. My values match or fit the values of my
profession.
3. My values prevent me from fitting in with my
profession because they are different from my
profession's values.
4. My organization's values and culture provide a
good fit with the things I value in life.
Person-Organization Fit (Personality Congruence)
I. There is a good fit between my personality and
my profession.
2. I am the right type of person to be working in
my profession.
3. My personality is similar to other's working in
my profession.
4. My profession does not accurately represent
the qualities of my personality.

Used by Cable &
Judge ( I 996)
Used by Cable &
Judge (1996)
Used by Cable &
Judge (1996)

2/4/5

Used by Kennedy
(2006)

2/4/5

Used by
(2006)
Used by
(2006)
Used by
(2006)
Used by
(2006)

Kennedy

2/4/5

Kennedy

2/4/5

Kennedy

2/4/5

Kennedy

2/4/5

Used by Kennedy
(2006)
Used by Kennedy
(2006)

2/4/5

2/4/5
2/4/5

Person-Organization Fit (Interest Congruence)

I.
2.

3.
4.

There is a good fit between my interests and
my profession.
My interests are well suited to be the attributes
of my profess ion.
Continued from p. 76.
I could not imagine a profess ion that fit my
interests better than my current profess ion.
If I could start over, I would choose a
profession that matches my interests better
than my current profess ion.

Used by Kennedy
(2006)
Used by Kennedy
(2006)

2/4/5
2/4/5
2/4/5

Field Review
Field review consi sted of identifying university colleagues with expertise in the
areas of fit and gender studies in sport to critically evaluate logical or face validity and
reporting upon the recruitment letter and in strument format and content (Thomas, Nelson,
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& Silverman, 2005). Following selection of two individuals, they each were contacted via
email to inquire as to their availability and willingness to review the recruitment and
instrument materials. An immediate response was received from one of the field
reviewers while no response was received from the other. An additional field reviewer
was selected and was willing to review the items. Each field reviewer was e-mailed the
participant recruitment letter for the athletic director group which included instructions, a
link to the instrument, and an attachment of the instrument in word document format. The
word document format was included for ease of review and the ability to include
comments throughout. Suggestions from both reviewers were incorporated into the
recruitment letter and instrument revisions.

Pilot Study
The participant recruitment letter, instructions, and link to the online instrument
were piloted to 30 randomly selected individuals from the population group to determine
instrument reliability. Instrument reliability was determined using Cronbach's alpha and
is detailed in the data analysis section.

Assessment of Fit
Assessment of fit is generally discussed in terms of overall fit , however, it is
necessary for the researcher to compartmentalize and di stinctly measure the varying
levels of fit. For purposes of this research, two of the four levels of person-environment
fit were measured including person-organization and person-job criteria and outcomes.
These specific components of fit were selected as research documents the strongly
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correlated relationship between person-organization and person-job fit with career
recruitment, selection, and commitment (Carless, 2005). Person-organization and personj ob fit each consider unique individual and organizational factors while accounting for
diverse components of the work environment (Cha et al, 2009; Kristof-Brown, 2000;
Kristof-Brown et al, 2005; Ostroff, Shin, & Kinicki, 2005).
Person-job and person-organization differ as they reference divergent settings
(e.g. job and organization) in which the characteristics and values of the organization
surpasses those of the job (Kristof-Brown, 2000). Person-organization and person-job fit
were examined simultaneously for a comprehensive understanding of their influence on
work outcomes considering that individuals evaluate fit as an overall concept (Breaugh,
1992; Carless, 2005). This instrument was delimited to measuring perceived PO and PJ
fit and therefore, does not include actual fit measures.

Person-Organization Fit
Perceptions of PO fit were measured using value congruence, personality trait,
and demographic criteria measures in which 17 survey items were adapted from Cable
and Judge (1996), Gerpott, Domsch, and Keller (1998) , Kennedy (2006), O ' Reilly,
Chatman, and Caldwell (1991), NCAA (2009), and Porter, Richard, Mowday, and
Bouliam (1974 ). Example survey items include, "The things I value in life are very
similar to the things my organization values" and "There is a good fit between my
personality and my profession." See Table 10 on pages 67-70 for a list of all survey items
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with corresponding sources and research questions or Appendix A on page 160 for the
complete instrument.

Person-Job Fit
Perceptions of PJ fit were measured using perceived knowledge, skills, abilities,
work experience, career development, internal work motivation, and required job skills
set criteria in which 21 survey items were adapted from Gerpott, Domsch, and Keller
(1 988), Van de Ven and Ferry (1980), Boonzaier, Ficker, and Rust (2001), and O' Reilly,
Chatman, and Caldwell (1991). Example survey items included , "Generally speaking, I
am very satisfied with this job" and "To what degree do you believe your skill s and
abilities math those required by the job?" All person-job fit items may be viewed in Table
10 on pages 74-77 or in the survey instrument located in Appendix A on page 175. PO
and PJ fit were determined using three levels of fit including negative fit , neutral fit, and
positive fit. See Table 11 below for level criteria and corresponding Likert rating.
Table 11
PO and PJ Fit Level Criteria

Level Name

Likert Rating

Negati ve Fit

< 2.49

2

Neutral Fit

2.5 - 4.49

3

Positi ve Fit

> 4.50

Le vel

Note: Person-organization and person-job fit frequ ency will be determined using a 7-point
frequ ency Likert scale.
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Internal Validity
Internal validity is the control or limitation of variables that may influence the
causal relationship between independent and dependent variables. Internal validity is a
necessary component of research so that opposing hypotheses may be eliminated
Onwuegbuzie, 2003; Thomas et al., 2005). According to Thomas et al. (2005) internal
validity is challenged by nine factors including history, maturation, testing,
instrumentation, statistical regression, selection bias, experimental mortality, selectionmaturation interaction, and expectancy. Eight of the nine threats to internal validity are
contributed to the research of Campbell and Stanley ( 1963). Onwuegbuzie (2003) also
discussed additional internal validity threats to include: implementation bias, sample
augmentation bias, behavior bias, order bias, observational bias, research bias, matching
bias, treatment replication bias, evaluation anxiety, multiple-treatment interference,
reactive arrangements, treatment diffusion, time x treatment interaction, history x
treatment interaction, restricted range, non-interaction seeking bias, Type I to Type X
error, researcher bias, treatment replication error, violated assumptions, multicollinearity,
mis-specification error, effect size, confirmation bias, distorted graphics, illusory
correlation, crud factor, positive manifold, and causal error. Onwuegbuzie (2003) also
distinguished the research stage at which each of these threats impact studies including
research design/data collection, data analysis , and data interpretation.
This research design utilized a quasi-experimental, ex post facto design which
assessed the affect of study variables and how they differ among participant groups
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(Thomas et al., 2005). Specifically, this research measured the influence of gender and
person-job fit on occupational satisfaction, commitment, and intent to quit.
Thomas et al. (2005) purported that in ex post facto designs, internal validity is
primarily influenced by selection bias and the interaction of selection and maturation. It is
also debatably influenced by history, maturation, and expectancy. "Selection biases occur
when groups are formed on some basis other than random assignment," (p. 337).
However, with ex post facto designs and this research, the participant groups are formed
on the basis of factors being measured only one time and treatments (e.g., gender and
person-job fit) are not within the control of the researcher (Thomas et al., 2005). The
treatments are simply used to conclude if differences exist among groups (Thomas et al.,
2005).
Selection-maturation will be addressed by this research as participants ' age will
be assessed and factored to determine if maturation may contribute to group differences.
Despite Thomas et al.' s (2005) distinction between internal validity threats that are
known or potential concerns for ex post facto designs, all threats have been considered
and addressed by the researcher. See Table 12 on page 76 for descriptions of internal
validity threats and how this research will control for them.
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Table 12
Internal Validity Threat Descriptions and Controls
Threat

Description

Control

History

Unplanned events ari se during
treatment peri od.

Thi s is not applicabl e as gro ups will onl y
be tested once.

Maturation

Growth and changes associated
with ag ing.

Thi s is not applicable as gro ups will onl y
be tested once.

Testing

Influence of a rec urring test on
subsequent tests.

Thi s is not applicable as gro ups will onl y
be tested once.

Instrumentati on

Consistency of equipment and
observer's to acc urately
meas ure.

Instrumentati on is co ntro lled fo r with
instrument reli ability testing.

Statistical
Regression

Gro ups are fo rmed according to
stati stical extremes that may
vary on future tests.

Thi s is not appli cable as gro ups will onl y
be testin g once.

Selection Bias

Groups are fo rmed per
selec ti on criteri a rather than
rand om assignment.

Groups will be tested onl y once while
treatments are outside the co ntrol of thi s
research.

Ex perimental
Mortality

Loss of participants throughout
study.

Participant mortality ri sk is limited due to
the short durati on of the survey peri od.

Selecti onMaturati on
Interacti on

Influence of non-ra ndom
selec ti on and growth and
changes assoc iated with ag ing.

Parti cipant's age will be fac tored along
with se lection criteri a to determine any
potenti al influence.

Expec tancy

Influence of
researchers/parti cipants
ex pec tati ons on tes t results.

Researcher influence is limited to data
interpretati on and does not impac t
parti cipants' survey responses.

Note: Adapted from "Research Meth ods in Ph ysical Ac ti vity" (5th ed.) by J.R. Thomas, J .K.
Nelson, & S.J. Sil verm an, 2005.
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External Validity
External validity focuses on the ability of the researcher to generalize data results
(Thomas et al., 2005). Concerns regarding external validity included treatment and
multiple treatment effects, selection bias and treatment, and responses to experimental
conditions (Thomas et al., 2005).
Treatment effects can be influenced by pretests and multiple treatments as the
participants may become knowledgeable and familiar with the treatment and thereby alter
their response outcomes (Thomas et al., 2005). Response outcomes may also be
negatively affected when participants are grouped according to some criteria and those
criteria alter how participants may respond to a treatment (Thomas et al., 2005). Finally,
participant responses may also be influenced by the setting in which the treatment is
given (Thomas et al., 2005). Onwuegbuzie (2003) additionally recognized the threat of
population validity, ecological validity, temporal validity, researcher bias, order bias,
matching bias, specificity of variables, treatment diffusion, pretest x treatment
interaction, and mis-specification error.
This research controlled for threats to internal validity through the chosen study
design (e.g., quasi-experimental, ex post facto) and external validity by selecting
participants from the entire population of NCAA athletic directors, associate/assistant
athletic directors, senior woman administrators, and head coaches from all three divisions
(Thomas et al., 2005). The ex post facto research design is also referred to as a causal
comparative design and examines variable differences among groups (Thomas et al. ,
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2005). Participants completed the survey in a real world setting, for a short duration (e.g.,
5-15 min. ), and no additional treatments were given.

Data Analysis
The survey instrument was created utilizing Psychdata. Psychdata allowed for
permissions to be set by the primary investigator for data to be downloaded directly into
SPSS. SPSS was utilized to calculate instrument reliability, results of the two-way
(gender and perceived person-organization fit), 2 x 3 between subjects factorial
multivariate analysis of variance (MANOV A), and correlation between personorganization and person-job evaluative criteria and work-related outcomes.
Although the instrument items were selected from well established instruments,
instrument reliability for this compilation of questions was determined. Instrument
reliability was determined using a Cronbach's alpha criterion value of .7 (Field, 2009).
Kline ' s (1999) data indicated that the use of values below .7 for psychological constructs
was acceptable considering the variety of constructs that are measured. The survey was
evaluated according to 9 instrument scales or constructs including: (1) job performance,
(2) personality traits, (3) knowledge, skills, and abilities, (4) job ati faction, (5)
organizational commitment, (6) intent to quit, (7) values congruence, (8) personality
congruence, and (9) interest congruence.
All items' for which the corrected item-total correlation was below .3 were
removed from the instrument. The instrument included 5 items that were reversed scored.
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The Cronbach's alpha if item deleted values were also considered as items were removed
that significantly decreased a (Field, 2009).
The factorial MANOV A was selected as the method of statistical analyses as this
research is examining 2 independent variables (gender and perceived person-organization
fit) and 3 dependent variables Uob satisfaction, commitment, and intent to quit; Fields,

2009). Fields (2009) recommends the use of factorial MANOV A as independent
variables typically affect more than just one dependent variable and the use of multiple
one-way MANOV A's causes an inflation of Type I error rate (Fields, 2009).
Person-organization fit were analyzed according to three levels of fit including
negative fit, neutral fit, and positive fit. The level of fit was defined such that Likert
scores of less than 3 are a negative fit, scores between 3 and 5 are a neutral fit, and scores
above 5 are a positive fit (See Table 11 on page 80).
Data were checked for univariate and multivariate outliers in which z-scores and
Mahalanobis' distance were used respectively (Fields, 2009). Univariate and mulivariate
outliers were removed followed by another check for outliers (Fields, 2009). Data were
then interpreted for significance of multivariate interactions of gender and personorganization fit on all dependent variables (Fields, 2009). Statistical tests were evaluated
using a level of significance, a= .05. Pillai's Trace was used to interpret multivariate
interaction with a significance value less than .05. Pallai' s Trace is recommended for it
robustness when groups differ on more than one variable (Fields, 2009). Sample sizes
among groups were unequal and therefore, Box's test was utilized to examine the
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ass umption of equal covariance matrices (Fields, 2009). A significance value of .001 was
used for the Box's test.
Bivariate correlation analysis was utilized to examine the relationship between PO
and PJ evaluative criteria and work-related outcomes on perceived fit. See Table 7 on
page 62 for a complete list of evaluative criteria and work-related outcomes. Correlation
looks at covariance or the association between two variables (Fields, 2009). When
variables are positively correlated, they will both diverge from the mean at similar
intervals and in the same direction (Fields, 2009). When variables are negatively
correlated, they will move away from the mean in opposite directions (Fields, 2009).
Spearman's correlation coefficient was utilized as data is ordinal (Fields, 2009). The
outcomes of fit are directional meaning that as positive fit increases, so does positive
work outcomes and likewise, as negative fit increases, so does negative work outcomes.
Research hypothesis are directional based upon the concept of fit and its corresponding
outcomes and therefore, one-tailed tests were used (Fields, 2009). Correlation tests were
evaluated with a significance value less than .01.
A combination of reliability, factorial MANOV A, and correlation tests were
utilized to assess the impact of gender and person-organization fit on the perceived
person-job work-related outcomes of: job satisfaction , commitment, and intent to quit. A
random sample of male and female athletic directors, associate/assistant athletic directors,
senior woman administrators, and head coaches from NCAA institutions from all three
divi sions were selected for participation in this study. An electronic survey instrument
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was distributed to participants via electronic mail which utilized Likert scale responses to
evaluate fit levels. Results of this research contribute to the understanding of how
administrators and coaches perceive themselves to fit into the culture of NCAA sport
programs while considering the impact of gender on perceived fit.
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CHAPTER IV
RESULTS
Analysis of the 2 x 3 design of gender (male, female) and person-organization fit
(negative fit, neutral fit, positive fit) on job satisfaction, commitment, and intent to quit
established fit within the professions of collegiate head coaching and administrative
careers. Research data were analyzed through six stages. This included an initial
reliability test of the instrument. Instrument items were compiled using multiple
previously established surveys and therefore the instrument were reliability tested in its
new form. Second, the data were screened for missing values and univariate and
multivariate outliers and missing cases and outliers were removed. Third, data screening
was followed by testing the assumptions of linearity of the dependent variables,
homogeneity of variance, and multicollinearity and singularity. The fourth stage of
analysis involved descriptive statistics which was followed by a factorial MANOV A
analysis to determine if gender and person-organization fit effect job satisfaction ,
commitment, and intent to quit. The final stage of analysis involved a bivariate
correlation analysis to determine the relationship between fit evaluative criteria and work
related outcomes on the perception of overall fit.
Instrument Reliability
Instrument reliability was determined using a Cronbach ' s alpha value of. 7 , as
well as, Cronbach' s alpha if item deleted values and a corrected item-total value of .3.
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These analyses resulted in 12 instrument items being removed and the exclusion of career
development as a variable to be assessed. Nine subscales were used including: (1) job
performance, (2) personality traits, (3) knowledge, skills, and abilities, (4) job
satisfaction, (5) organizational commitment, (6) intent to quit, (7) values congruence, (8)
personality congruence, and (9) interest congruence. All subscales exceeded the
Cronbach's alpha criterion value of .7 with the exception of the organizational
commitment scale with a value of .610. Kline (1999) suggested that psychological
constructs may use Cronbach's values below .7 considering the variety of constructs
being measured. Considering Kline's (1999) results, the organizational commitment scale
items remained in the instrument. See Table 13 for the reliability statistics for all 9
subscales.
Table 13
Instrument Reliability Results
N of

Cro nbac h' s
Alpha

Cro nbach' s Alpha Based on
Standardized Items

items

Job Perfor mance

.85 1

.890

2

Personality Traits
Knowledge, Ski lls, &
Abi liti es

.827

.832

2

.932

.932

5

Job Satisfaction

.706

.720

3

Organizationa l
Com mitment

.610

.613

2

Inte nt to Quit

.7 14

.714

2

Values Congruence

.822

.827

4

Personality Congruence

.8 19

.864

3

Interest Congruence

.8 16

.860

3

Sub-Sca le
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Descriptive Statistics
There were a total of N = 788 cases with complete demographic information of
which 397 (50%) were male and 391 (49%) were female. Participants' age was fairly
evenly dispersed between the age ranges of 30-39 (27 %), 40-49 (30%), and 50-59 (28 %)
while the large majority of participants were of a Caucasian ethnicity (89 % ). Sixty six
percent of participants were married or had a partner and 46% had 0 dependents followed
by 22% with 2 dependents. Thirty-four percent of participants were Associate Athletic
Directors followed by assistant athletic directors (26% ), athletic directors (20%), head
coaches (16%), senior associate AD ' s (2%), senior woman administrators (2 %), women 's
athletic director/SW A (0.5 % ), and executive associate AD (0.3 %). Also, 23.4% of
respondents were from Division I-FBS institutions, 14% from Division I-FCS , 14% from
Division I-No Football, 21 % from Division II, and 27 % from Divi sion III.
Many participants' current positions included multiple job titles and
responsibilities in which the researcher expected there to have been some overl ap in the
current position stati stics, but it is unknown to what extent this overlap occurred. See
Table 15 on page 87 for complete participant demographics. In review of participants'
demographics (gender, age, ethnicity, marital statu s, number of dependents), current
positions, and institution division , the statistical data is representative of the overall
population of individuals in collegiate sport careers (NCAA, 2008). Participants' gender
in this research was more equally distributed than the general popul ation of collegiate
sport professionals.
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Table 14
Participant Demographics
Male
Age

Ethnicity

Marital Status

No. of Dependants

Current Position

Female

N

Percent

N

Percent

18-29

14

4

26

7

30-39
40-49
50-59
60 and over

101
113

25
29
31
12

117
121
103
24

30
31
26
6

5
I

29
3
347
6

7
.8
89
2

161
197
28

41
50
7
62
13
15
8

121
47

Caucasian
Hi spanic or Latino

19
5
353
11

Single (Never Married)
Married/Partner
Divorced, separated, widowed

46
325
23

12
82

0
1
2

121
59
118

244

3+

89

31
15
30
22

Athletic Director
Women' s AD/SW A
Senior Associate AD
Executive Associate AD

122

31
0
3

41

0
34

3
15 I

25
0
15

123
56
77

African American
Asian or Pacific Islander

0
12
0
135
99
0
58

Associate AD
Assistant AD
SWA
Head Coach

84

89
2.8

6

51
58
32

23

11
.3
6
.01
39
32
14
20

After removal of cases with missing data and univariate and multivariate outliers,
there were a total of N = 708 cases analyzed with regard to fit. The study was designed
with three levels of person organization fit although there were no useful cases for
negative fit. A total of 690 or 97% of participants rated job satisfaction, commitment, and
intent to quit as a neutral fit on the fit scale while only 18 or 2.5% of participants
indicated high or positive levels of fit on the 3.00 scale. Of the 2.5 % that rated fit as a
positive fit, 67% of them were male as compared to 33% female.
On average, males reported higher levels of fit for all levels of personorganization fit (2-neutral fit; 3-positive fit) and for dependent variables Uob satisfaction
and commitment) with the exception that females has similar ratings of neutral fit (2; M =
5.6) as compared to males (M = 5.6) on intent to quit. The largest difference between the
scores of males and females were in the positive fit level of person-organization fit (3) for
all dependent variables. See Table 11 on page 73 for person-organization and person-fit
level criteria and Table 16 on page 89 for complete descriptive statistics including means
and standard deviations.
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Table 15
Descriptive Statistics of Dependent Variables When Split by Gender
Gender

Job Sati sfaction

Male

Female

Commitment

Male

Female

Intent to Quit

Male

Female

POFit

N

Mean

SD

Neutral

5.8
6.1

.5

Positive

348
12

Neutral
Positive

342
6

5.7
5.8

.6

Neutral

348

4. l

1.0

Positive

12

4.9

1.3

Neutral
Positive

342
6

4.0
4.1

1.0
1.3

Neutral

348

5.6

1.5

Positive

12

5.8

1.3

Neutral

342

5.6

1.4

Positive

6

4.8

1.5

.6

.4

This analysis also examined all person-organization (job performance, value
congruence, and personality traits) and person-job (job sati sfaction, commitment, intent
to quit, and knowledge, skills, and abilities) variables to determine which variables were
rated with the highest levels of fit as opposed to those with the lowest level s of fit. The
descriptive statistics (see Table 17 on page 90) indicated that knowledge, skill s, and
abilities as well as job performance were the variables with which all participants fit the
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most. The other variables, in order of ranking, included job satisfaction, intent to quit,
personality traits, commitment, and values congruence.
Table 16
Fit Predictors and Outcomes
M

SD

N

Knowledge, skills, abilities

6.1

0.5

790

Job performance

6.1

0.9

787

Job sati sfaction

5.8

0.6

769

Intent to quit

5.6

1.4

786

Personality traits

5.4

0.9

768

Overall fit

5.1

0.4

792

Commjtment

4.1

1.0

779

Values congruence

4.0

0.6

786

When variables are ranked and split by gender (See Table 18 on page 91) , men
and women reported similar rankings for all. The largest mean difference between men
and women occurred in their ratings of commitment followed by job satisfaction, interest
congruence, and job performance.
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Table 17
Va riable Mean Rankings by Gender
Male
Variable

Female

M

SD

Knowledge, skill s, &
abilities

6.1

0.5

0.8

Job performance

6.1

0.8

5.8

0.5

Job satisfaction

5.7

0.6

Intent to quit

5.6

1.5

Intent to quit

5.6

1.4

Personality traits

5.4

0.9

Personality traits

5.4

0.9

Interest congruence

4.9

0.5

Interest congruence

4.8

0.5

Per onality congruence

4.7

0.5

Personality congruence

4.7

0.5

Commitment

4.1

1.0

Commitment

4.1

l.O

Values congruence

4.0

0.6

Values congruence

4.0

0.6

Overall fit

2. l

0.4

Overall fit

2.1

0.4

M

SD

Know ledge, skills, &
abilities

6.1

0.5

Job performance

6.1

Job satisfaction

Variable

Data Screening
All participant data was screened for missing data and univariate and multivariate
outliers. A total of 795 participants responded to the electronic survey. Data were limited
to participants with no missing data and no univariate or multivariate outliers. Univariate
outliers were detected using z-scores and absolute values below 2.58, with a significance
value of p < .01. Multivariate outlier analysis was determined using Mahalanobis
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Distance and the critical chi square value with df = 3 at 16.233, p < .001. AU uni variate
and multivariate outliers were removed. This reduced the number of participants to N =
708 u seful cases.

Assumptions
Linear relationship of dependent variables. Homogeneity of covariance
matrices, which tests the linearity of the dependent variables job satisfaction,
commitment, and intent to quit indicated that correlations between job satisfaction and
intent to quit do have a linear relationship (r > .4) on all levels of the independent
variables. Job satisfaction /commitment and commitment /intent to quit, however, only
reported a linear relationship for females that rated person-organization fit as a positive
fit (see Table 14 on page 90).
Table 18
Homogeneity of Covariance Matrices

Correlation Values
Job satisfaction/
Intent to Quit

Job satisfaction/
Commitment

Commitment/
Intent to Quit

Gender

PO Fit
Level

Male

2.00

.4

-. I

-.2

3.00

.6

-.4

-.4

2.00

.5

-. I

-.4

3.00

.8

.5

.6

Female

Homogeneity of variance. Homogeneity of variance was tested using Box 's M
which tests the null hypothesis that the observed covariance between the dependent
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variables is equal across groups. The null was retained with a significance value of .274,
p<.001.

Multicollinearity and singularity. Multicollinearity and singularity tested
whether one dependent variable (e.g., job satisfaction, commitment, intent to quit) were
used to compute another dependent variable. Data were evaluated for collinearity
statistics tolerance at a value greater than .10 and VIF at a value less than 10. AH
tolerance and VIF values were within recommended range and assumptions were not
violated.

Factorial MANOVA Analysis
Research questions 3, 4, and 5 were all tested using a factorial MANOV A to
determine:
1. What is the impact of gender on perceived person-job fit specific to job
satisfaction, commitment, and intent to quit?
2. What is the impact of perceived person-organization fit on perceived personjob fit?
3. What is the relationship between gender and person-organization fit relative to
work-related outcomes?
Primary data analyses utilized a factorial MANOV A design to test the influence
of gender and person-organization fit on job satisfaction, commitment, and intent to quit.
Pallai's Trace was the chosen test statistic as it yields the most power when groups vary
(Field, 2009). The results of the factorial MANOV A indicated there was a non significant
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interaction between gender and person-organization fit on job satisfaction, commitment,
and intent to quit, V = .008, F(3, 702) = 1.81, p > .05. Following this analysis, the effects
of gender and person-organization fit were evaluated separately to determine if they
individually produce an effect on person-job outcomes. Gender did not prove to
significantly affect work outcomes job satisfaction, commitment, and intent to quit, V =
.0 10, F(3,702)

= 2.28, p >.05 nor did person-organization fit, V = .007, F(3, 702) = 1.68,

p > .05 .

Bivariate Correlation Analysis
Bivariate correlation analysis was utilized to determine which person-organization
and person-job work-related predictors and outcomes most influenced overall perceptions
of fit. The first research questions that guided this examination asked:
1. Which person-organization (e.g., job performance and perceived organization
support) and person-job (e.g., job satisfaction, commitment, and intent to quit)
work related outcomes most relate to individual s' perceptions of fit within
collegiate sport careers?
This analysis indicated that all correlations were significant at p (one-tailed) <
.001 and all relationships were positively correlated. The significant, positive correlations
with overall fit in order of size included: job satisfaction (rs = .55), intent to quit Crs =
.51), job performance Crs = .46), and commitment (rs = .24; see Table 19 on page 104).
The second research question asked:
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4. Which person-organization (e.g., value congruence, personality traits, and
demographics) and person-job (e.g., knowledge, skills, abilities, work
experience, and career development opportunities) evaluative criteria most
influence individuals' perceptions of fit within collegiate sport careers?
This analysis indicated that all relationships were significant and positive with a
value of p (one-tailed) < .001. Correlations in order of size included: personality trait (rs
= .60), values congruence (rs = .28), and knowledge, skills, and abilities (rs = .25; See
Table 19).
Table 19
Bi variate Correlations with Overall Fit
OverallFit
Spearman's rho

Personality traits

Correlation Coefficient
N

Job satisfaction

Correlation Coefficient
N

Intent to quit

Correlation Coefficient
N

Correlation Coefficient

Job performance

N

Correlation Coefficient

Values congruence

N

Knowledge, skills, abilities

Correlation Coefficient
N

Correlation Coefficient

Commitment

N
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.6
768
.6
769
.5

786
.5

787
.3

786
.3

790
.2

779

CHAPTER V
DISCUSSION
This study used a three-dimensional (PO value congruence, PJ needs-supplies fit ,
PJ demands-abilities fit) approach to empirically examine how collegiate head coaches
and administrators fit within their work environments as a means of problem solving to
address issues associated with gender equity. Statistical analyses included examination of
descriptive statistics to determine overall characteristics of the participants, factorial

MANOV A to specifically determine the effect of gender and person-organization fit on
job satisfaction, commitment, and intent to quit, and finally, bivariate correlation analyses
to establish the relationship between fit perception criteria and outcomes on overall fit.
This study advances knowledge about how men and women fit into their NCAA
collegiate sport work environments.
The lack of significant effect of gender and person-organization fit on job
satisfaction , commitment, and intent to quit suggested that the current population of
collegiate sport admini strators and head coaches are a relatively homogenou s group
which perceive themselves to "neutra11y" fit into their work environment and do not
categorize themselves as a positive or negative fit.
These results are noteworthy as they establi sh that individual s currently in NCAA
athletic administration and head coaching positions do percei ve themsel ves to be a

93

ne utral fit as opposed to a positive or negative fit. The literature documented that there
are two possible outcomes to how gender and person-organization fit influence the workrelated outcomes of job satisfaction, commitment, and intent to quit. The first includes a
high degree of fit that generates a homogenous work group (Schneider 1987; Schneider et
al., 1995; Schneider et al., 2000). Research documented that the homogenous group can
yield high levels of comfort in the work environment, low levels of creativity and
introspection as the homogenous group has an established and accepted status quo
(Schneider 1987; Schneider et al., 1995; Schneider et al., 2000). Contentment with the
status quo generates an environment that often lacks constructive criticism and
accountability and therefore yields negative work outcomes.
However, it cannot be assumed that a lack of fit will generate heterogeneity and
negative work outcomes. The other outcome is when low levels of fit or a lack of fit also
generate a homogenous group and positive work outcomes (Schneider 1987; Schneider et
al., 1995; Schneider et al., 2000). The initial heterogeneous groups in which some group
members experience a lack of fit become homogenous over time as individuals that
experience low levels of fit chose to leave the work group (Schneider 1987; Schneider et
aJ., 1995; Schneider et al., 2000). Individuals who do not fit in with their work
environment will seek employment elsewhere in which they do positively fit (Schneider
1987; Schneider et al., 1995; Schneider et al., 2000). Al so, individuals who perceive a
career to be a lack of fit will pursue other professional options. This outcome is
evidenced in the current research by the limited number of women in collegiate sport
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athletic director positions (19% ), administrative positions (35 % ), and head coaching
positions (21 % ), and the number of women that choose to leave or not enter into
collegiate sport careers.
Another viable explanation for the rather homogenous findings of this research is
that individuals, not only select, but are also selected for hiring and promotion according
to how decision makers perceive them to fit into the work environment. Decision makers
select and promote individuals whom they have predetermined expectations will generate
successful work outcomes (Eagly & Karau, 2002). These predetermined expectations are
often generated according to gender attribution (Eagly & Karau, 2002). Results of this
study indicated support for the existence of homologous reproduction.
Just as employees use fit perceptions to select work environments, sport decision
makers also are selecting and promoting individuals who are perceived to be of similar
fit. Findings indicated that while NCAA sport administrators and coaches share similar
perceptions of fit, they do not experience high levels of fit within the work environment
and are not yielding the highest possible levels of positive work outcomes. This can be
interpreted to mean that sport decision makers are successful in creating predictable and
less ambiguous work groups and yet are not successful in generating high levels of
worker satisfaction and commitment. It is recommended that organizational deci sionmakers consistently communicate organizational values while also supporting diversity
as a means to minimize "excessive" homogeneity and in turn increase their return on
investment (Kristof-Brown et al., 2005, p. 326; Schneider et al., 1995). Similar finding s
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are evidenced in a study of perceived barriers conducted by the NCAA (2009). They
concluded that qualified female candidates also do not apply for collegiate coaching and
admi nistrative careers as they too have predetermined notions of success and failure.
These perceived barriers are a result of a "glass-ceiling" which is difficult to identify, but
evident in the perceptions of job seekers and decision makers (Morrison & von Glinow,
1990; Sczensy, Bosak, Neff, & Schyns, 2004).
Schneider's ASA model described how organizations become homogenous and it
is also a useful explanation for the generation of fit (Schneider et al., 1995). Three levels
of fit were decided upon considering that two mutually exclusive categories of fit
(positive, negative) would not accurately depict the fit levels. While the results of this
study indicated that the current population of NCAA sport administrators and head
coaches are homogeneous it also indicated that the large majority do not perceive
themselves to be a positive fit. Considering that high levels of fit (positive fit) generate
positive work outcomes (job performance, worker productivity, commitment, decreased
intentions to quit), it is logical that sport administrators are interested in employing
individuals that will produce the highest levels of goal attainment and work outcomes.
The current population of NCAA sport administrators and coaches do not consider
themselves to highly fit with their work environments, organizations, and jobs, and
therefore, are not yielding high levels of goal attainment. Collegiate sport organizations
are missing out on a high return on investment from their employees because employees
do not think they fit well in their environments. There are severe consequences to lower
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levels of fit that include withdrawal, poor performance, leaving an organization (Griffeth,
Hom, & Gaertner, 2001; Kristof-Brown et al., 2011).
The work of Kristof-Brown et al. (2005) concluded that fit is important to
employees, recruiters, and applicants alike. They concluded that managers who wish to
improve goal attainment should be mindful of the multiple aspects of person-environment
fit and not only seek to enhance employee immersion into the organizational culture, but
also establish an organizational culture that is flexible and responsive to its employees
(Kristof-Brown et al., 2005). The classifications of high (positive) levels, neutral levels,
and low (negative) levels of fit are undefined in the literature and fit research is far from
conclusive in its efforts to define and use fit as a dependent variable (Kristof-Brown et
al. , 2005). However, the literature is clear that organizations will benefit from employing
individuals that experience high levels of fit and will suffer negative consequences when
they experience low levels of fit (Kristof-Brown et al., 2005). A culture that supports
positive fit must consider the multiple dimensions of needs-supplies and demandsabilities fit as well as the various types of fit (PO, PJ) as they can influence specific work

outcomes (Kristof-Brown et al. , 2005). As organizations increasingly expect sport
administrators and head coaches to achieve goals with fewer resources, factors that
influence performance and turnover are of significant value (Kristof-Brown et al., 2005).
Sport organizations must employ methodologies that will promote higher levels of
person-environment fit as they currently are not experiencing the highest levels of worker
productivity and goal attainment. This can be accomplished through the use of
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socialization tactics. Organizations and sport organizations typically have a clear set of
values and goals for which they can select, promote, and retain employees, but a specific
means by which to do that are undefined. However, the process and tactics used in
organizational socialization is recommended to positively influence fit perceptions, value
congruence, job performance, satisfaction, and commitment (Cable & Parsons, 2001).
Socialization is the "process by which an individual acquires the attitudes,
behavior, and knowledge needed to participate as an organizational member" which has
been empirically, uni-directionally correlated with values congruence, acceptance of
organizational norms, and a means by which to respond to and work with other group
members (Cable & Parsons, 2001, p. 2). Organizational socialization refers the processes
by which individuals adopt or are immersed into the culture of the organization (Grant &
Bush, 2001). Relative to fit, socialization has been established to influence personorganization fit perceptions as well as values congruence (Cable & Parsons, 2001 ).
Successful organizational socialization yields positive results from workers
similar to the way in which high levels of person-environment fit generate positi ve work
outcomes (Grant & Bush, 2001). Socialization tactics include organizational orientation,
close person-organization involvement, knowledge of organizational activities and
experiences, knowledge of timeframes to reach higher levels of statu s, and organizational
social support (Grant & Bush, 2001 ). The benefits of socialization tactics are reported to
solidify organizational culture, create a sense of pride and support, and positi vely impact
employee performance (Grant & Bush, 2001 ). Cooper-Thomas, van Vi anen , and
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Anderson (2004) found similar results reporting that the use of sociali zation tactics
positively influenced worker perceptions of fit as well as job satisfaction and
commitment and that socialization is most critical during initial organizational entry.
Organizational managers can positively influence the work culture and satisfaction and
performance outcomes through the use of socialization methodologies (Grant & Bush,
200 1).
Collegiate sport organizations should formally assess their use of socialization
tactics considering that they directly result in increased person-organization congruence,
commitment, and an increased return on employee investment (Cable & Parsons, 2001 ~
Grant & Bush, 2001 ). It is recommended that organizations train managers and
implement performance appraisal standards that are specific to the development, content,
and social facets of socialization for employees (Cable & Parsons, 2001). It is likely that
minority groups within an organization experience ambiguity regarding their fit within a
work environment similar to that experienced by new employees. Both the
underrepresented group and new group members would benefit from increased use of
socialization tactics whereas "disjunctive and divestiture" tactics result in lower levels of
fit (Cable & Parsons, 2001 , p. 16).
While Cable and Judge (1997) and Kristof-Brown (2000) concluded that value
congruence was the strongest predictor of person-organization fit, the results of the
current study indicate that personality traits are the strongest predictor of overall fit for
collegiate head coaches and sport administrators. These results were significant as they
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introduced the concept of fit and the influence that fit predictors and work-related
outcomes have within the field of sport. This study also adds to the existing body of
li terature on the concept of fit.
The correlation analysis determined that all variables had significantly positive
relationships with overall fit meaning that as ratings of job performance, job satisfaction,
commitment, or intent to quit increased, overall fit similarly increased. While these .
results support the existing literature that these variables are outcomes of personorganization and person-job fit (Chatman, 1991; Edwards, 2008; Lauver & KristofBrown, 2001; O'Reilly et al., 1991; Saks & Ashworth, 1997), the primary purpose in this
examination is to establish which of these work-related outcomes is a principal indicator
of overall fit. Fit outcomes (job satisfaction, commitment, and intent to quit) have been
tested to determine primary indicators of fit which indicated strong empirical support that
fit significantly predicts job satisfaction and intent to quit, but the literature is Jess
convincing when it comes to commitment (Cable & Judge, 1996; Chatman, 1991, 1989).
The distinction of how fit affects work-related outcomes is unique in the field of research
involving gender equity and collegiate sport careers.
When ranked according to level of correlation with overall fit, fit outcomes are
ranked as: ( l) job satisfaction, (2) intent to quit, (3) job performance, and (4)
commitment. As decision makers evaluate athletic directors, associate athletic directors,
assistant athletic directors, senior woman administrators, and head coaches, thought
should be given to how individuals working within the profession evaluate themselves
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and perceive their own fit into sport work environments. There should be a direct link and
strong tie between how individuals evaluate their own work-related outcomes, how their
superiors evaluate their work-related outcomes, and how sport organizations structure
and support workers.
Strengths, Limitations, and Recommendations
Although this research has succeeded in expanding fit research into collegiate
sport careers, this research does have a number of limitations. First, is that participants
were limited to individuals currently in the profession and did not include individuals
who are considering but have not entered into a collegiate sport career or have chosen to
leave the profession. Individuals who have not entered into collegiate sport careers may
be impacted to a greater degree by perception of fit or a lack of fit which encourages
pursuit of other professional options. Cable & Judge (1996) reported that individuals
pursue careers that are expected to gratify their needs and interests. Likewise, individuals
who have left the profession are significant to a full understanding of fit factors that are
currently facing collegiate sport administrators and head coaches. Research findings
suggest that a more comprehensive examination necessitates inclusion of individuals who
have not yet entered into and also decided to leave the profession. As this research is
limited to those individuals who currently have a vested interest in their careers and on
some level are committed, a more comprehensive understanding of fit will aid in
determining if less women than men expect that collegiate sport careers would meet their
needs and interests.
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Second, because this research examined individuals who are currently in
collegiate sport careers, the results of this study are limited to establi shing person-job fit
perceptions for those individuals and does not address how overall perceptions of fit
infl uence the processes of how individuals select or are selected for collegiate sport
careers, or the processes by which individuals chose other careers. Questions stiJl remain
as to what organizational processes or structures limit access into the profession or what
other factors influence individuals from not entering into sport careers.
Third, although perception of fit is a more accurate indicator of fit (Edwards,
2008), this research may be expanded to also include objective fit measures including
salary, rank , and tenure (Judge, Cable, Boudreau, & Bretz, 1995). Combining objective
and subjective fit measures will establish a more comprehensive view of fit in sport.
Although fit research in collegiate sport careers may be enhanced with the
inclusion of objective fit measures, this research is strengthened by the expansion of fit
levels. Heilman ( 1983) concluded that person-environment fit can be determined as only
a good or bad fit. The research did not share the view that fit can only exclu sively be
positive (good) or negative (bad) and expanded fit levels to also include a neutral fit
rating. Previous research had been more conclusive as to whether individuals positively
or negatively "fit" in their work environments; however, that view limits the examination
of fit as it forces individuals into one of two categories. It is a limited view that
individuals will be a positive or negative fit and generate only positive or negati ve work
outcomes.

102

It is recommended that fit researchers expand fit levels to consider other possible
outcomes . Had this research only prescribed to two levels of fit (positive and negative),
participants would have been forced into one of those categories, the study would have
yielded varying results, and demonstrated that individuals fit into their collegiate sport
work environments in such a way that may not be accurate indicator of their true
perception of fit. Although the factorial MANOV A analysis yielded insignificant
fi ndings, it is important to note that 97% of participants perceived themselves to be a
neutral fit. This classification is significant and requires considerable future research to
capture a definitive perceived rating of fit.
This research is also strengthened by empirical evidence that determined which fit
predictors and work outcomes are valued most by collegiate sport professionals. Fit
predictors in rank order included personality traits, values congruence, and knowledge,
skills , and abilities. While fit predictors distinctly predict person-organization fit and
person-job fit, this research considered fit predictors from both types of fit to establish an
overall rank. This concept was also applied for work-related outcomes of personorganization and person-job which determined that job satisfaction was the largest
outcome of overall fit and was followed in order by intent to quit, job performance, and
commitment. Research has documented that individuals perceive and evaluate fit as an
overall concept (Breaugh, 1992; Carless, 2005). While distinctions of fit types and
specific predictors and outcomes are essential, it is al so necessary to assess fit and its
predictors and outcomes as overall concepts similar to the assessment of individual s.
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The researcher encourages continued empirical examination of sport
organizational culture, leadership, and policy establishment. Research suggested that
gender disproportionate careers directly influence organization structures and policy
establishment (Whisenant, Miller, & Pedersen, 2005) which in tum affect access to
careers and employee satisfaction. Gender equity also influences the number of
networking, training, and leadership opportunities available (Cable & Judge, 1996;
Whisenant et al., 2005). As this research has only established a foundation for the
concept of fit in collegiate sport careers, there are many other variables and factors to
assess and make a final determination as to whether fit perceptions do influence the
presence of women in the sport profession.
Practical Implications

This research and others of the kind are necessary to continue the search for
understanding why women are underrepresented in collegiate sport careers and
specifically at NCAA institutions. Considering the number of NCAA student-athletes
which is approximately 421,164 as of2010 (NCAA, 2010b) there are a large number of
individuals that are directly impacted by sport and individuals in sport professions. Fiftyseven percent of all NCAA student-athletes are male as compared to 43% female. It is a
practical expectation for head coaches and administrators to reflect the gender
distribution that is evidenced by the number of female and male student-athletes, but also
representative of the U.S. national labor force as a whole. It is essential to establish an
equitable ratio of male/female head coaches and sport administrators as they directly
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influence the number of student-athletes who visualize collegiate sport careers as a
reali stic choice (Whisenant, Miller, & Pedersen, 2005).

Conclusions
This research established a current rating of fit by men and women in NCAA
collegiate sport careers of athletic director, associate athletic director, assistant athletic
director, senior woman administrator, and head coach. Individuals currently in these
professions reported similar ratings of person-organization and person-job fit. The
majority of participants (97%) reported a neutral rating for job satisfaction, commitment,
and intent to quit while only 2.5% of participants reported positive levels of fit. Of the
participants that indicated positive levels of fit for job satisfaction, commitment, and
intent to quit, 67% were male and 33% were female. The majority of collegiate sport
professionals who experienced high levels of person-job fit are male while the majority
of participants as a whole (male and female) indicated neutral levels of fit.
The similarity of fit ratings among collegiate sport professionals and fit literature
support the concept that individuals chose to not enter into sport careers or make the
decision to leave the profession as a result of lack of fit and thereby creating a
homogenous work culture group. The results of this study have begun applying the
concept of fit to how individuals fit into their collegiate sport work environments,
however, to continue this examination , future research is recommended to include ratings
of fit for individuals who have left the profession as well as indi vidual s who evaluate
whether coJJegiate sport careers are a viable choice.
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The results of this research uniquely contribute to the study of gender equity in
sport as it established a line of fit research to be further explored. This study generated an
overall sense of how all individuals (male and female) perceive themselves to fit into
these careers, and identified work-related variables (satisfaction, commitment, intent to
quit, knowledge, skills, abilities, values, personality, and interest congruency) in which
professionals consider to be more or less critical in the work environment. Whether it is
the collegiate sport culture that is determining the lack of support for more females in the
profession , female s choosing not to enter or leaving the profession becau se of the culture,
or a combination of both, the topic of gender equity in sport must continue to be
scrutinized to establish and regulate fair organization structures, processes, and culture.
Results indicated that there is not enough empirical evidence to support fit as an
explanation of gender equity issues in collegiate sport careers. It did, however, document
predictors and outcomes of fit in sport careers and their relative strengths.
Hiring, selection, and promotion practices and procedures should reflect and be aligned
with the values of the individuals within the profession. Sport administrators should
utilize the results of this study in evaluation of their current policies, procedures, and
culture to ensure that sport cultures and profession s support and encourage equitable and
fair practices while establi shing and/or upholding work cultures that promote satisfaction
and longevity.
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Please ind icate the most appropriate answer choice as it pertains to you and your work experiences .
Participation is completely anonymous and results will be recorded automatically upon submission .
Thank you for you r participation!

Background Information

1) Age :

--Select-- 18-29
- 30-39
- 40-49
- 50-59
- 60 and over

2) Gender:

1· --~ lect-- Male
- Female

3) Ethnicity:
J

--Select--

- African American
- American Indian or Alaska native
- Asian or Pacific Islander
- Hispanic or Latino
- Caucasian
- Other (please specify)

Other:
4) Current marital status:

j · --~ lect--

·

3

- Single (Never Married)
- Married/Partner
- Divorced , separated, widowed

5) Number of dependents :

j --Select--0

-1
-2
- 3+
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6) Please indicate your living arrangements with your dependents. (Check all that apply)

I

--Select--

-

I do not have dependents
My dependents live with me full time
My dependents live with someone else full time
My dependents live with me part time
My dependents are currently in college
My dependents live on their own
Other (please specify)

Other:
Collegiate Athletics Experience & Aspirations

7) If you were a student-athlete in college, for what Division did you compete in intercollegiate athletics?

I --Select-- I was not a student-athlete in college. (Check all that apply)
- NCAA Division I
- NCAA Division II
- NCAA Division 111
- NAIA
- NJCAA
- Other (please specify)

Other:
8) Please indicate all educational degrees you have earned. (Check all that apply)

l

--Select--

1

- B.A./B.S. in sports related field
- B.A./8.S. in non-sports related field
- M.A./M .S. in sport related field
- M.A./M.S. in non-sports related field
- J.D. with an emphasis in sport
- J.D . with no emphasis in sport
- Ph.D. in a sports related field
- Ph.D. in a non-sports related field
- Other (please specify)

Other:
9) Which of the following best describes your long-term goals?

j --Select--

iJ

- Athletics Director (Division I)
- Athletics Director (Division II)
- Athletics Director (Division Ill)
- Head Coach (Division I)
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- Head Coach (Division II)
- Head Coach (Division Ill)
- Associate or Assistant Athletics Director
- Compliance Director
- Academic Services Director
- Sports Information Director
- Development Director
- Other Director positions in athletics
- Other non-Director positions in athletics
- Work outside athletics/Other
- Other (please specify)

Other:

10 To what Division is your institution a member?

r

--Seect--

-

Division
Division
Division
Division
Division

3

I Football Bowl Subdivision
I Championship Subdivision
I-No Football
11
111

11 I have been employed in the following positions: (Check all that apply)

j

--Select--

3

- Director of Athletics
- Associate or Assistant Athletic Director
- Eligibility Coordinator
- Academic Services Coordinator
- Athletics Academic Counselor
- Compliance Coordinator
- Sports Information Director
- Development Officer
- Athletics Trainer
- Head Coach
- Assistant Coach
- Graduate Assistant Coach
- Other (please specify)

Other:

12 What is your current status in intercollegiate athletics? (Check all that apply)

1 --Seect--

Director of Athletics
Associate or Assistant Athletics Director
Head Coach
Assistant Coach
Graduate Assistant Coach
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- Eligibility Coordinator
- Academic Services Coordinator
- Athletics Academic Counselor
- Compliance Coordinator
- Sports Information Director
- Development Officer
- Athletics Trainer
- Other (please specify)

Other:
Please complete each statement by indicating the level of importance for the following items as they relate
to you.
Slightly Neutral Moderately Important Extremely
Low
Importance Important
important
Important

Not at all
Important

13) To establish a reputation within
your profession as an outstanding
administrator or coach.

r

r

r

r

r

r

r

14) To make a contribution to the body
of athletic knowledge.

r

r

r

r

r

r

r

15) To advance to upper levels of
management.

r

r

r

r

r

r

r

Please indicate the frequency of each of the following items as they relate to you .
Never

Rarely, Occasionally,
about 30% of
less
the time
than
10% of
the time

Sometimes,
about 50%
of the time

Frequently,
about 70%
of the time

Usually, Every
about
time
90%of
the time

16) The extent to which your current
organization or job provides the
career characteristics that best
describe you.

r

r

r

r

r

r

r

17) To what degree is your
performance hurt by a lack of
expertise on the job?

r

r

r

r

r

r

r

18) To what degree do you think you
possess the skills and abilities to
perform this job?

r

r

r

r

r

r

r

19) To what extent does your
knowledge match or fit the
requirements of the job?

r

r

r

r

r

r

r

20) To what extent do your skills match
or fit the requirements of the job?

r

r

r

r

r

r

r

21) To what extent do your abilities
match or fit the requirements of the
job?

r

r

r

r

r

r

r
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Please indicate your level of satisfaction with each of the following items as they relate to you .
Completely
dissatisfied

Mostly
Somewhat
Neither
Somewhat Mostly Completely
dissatisfied dissatisfied satisfied or satisfied satisfied satisfied
dissatisfied

22) The extent to which you
are satisfied with your job.

r

r

r

r

r

r

r

23) The extent to which you
are satisfied with your
current pay.

r

r

r

r

r

r

r-

Please indicate your level of agreement with the following items.
Strongly
disagree

Disagree Somewhat
disagree

Neither
agree or
disagree

Somewhat Agree Strongly
agree
agree

24) Generally speaking, I am very
satisfied with my job .

r

r

r

r

r

r

r

25) I could just as well be working for a
different organization as long as
the type of work was similar.

r

r

r

r

r

r

r

26) It would take very little change in
my present circumstances to
cause me to leave this
organization .

r

r

r

r

r

r

!

27) I seldom think of quitting this job.

r

r

r

r

r

I

r

I

Please indicate the likelihood in which the following items might occur.
Unlikely Neither likely Likely
Most
or unlikely
unlikely

Extremely
unlikely

28) I intend to remain with my current
organization.

r

r

r

r

Most
likely

Extremely
likely

r

Please indicate your level of agreement with the following items.
Strongly
disagree

Disagree Somewhat
disagree

Neither
agree or
disagree

Somewhat Agree Strongly
agree
agree

29) I am unable to maintain my values
working in this profession.

r

r

r

r

r

r

30) My values match or fit the values
of my profession.

r

r

r

r

r

r

'r

'

r

r

r

'

r-

r-

31) My values prevent me from fitting
in with my profession because they
are different from my profession's
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values.
32) My organization's values and
culture provide a good fit with the
things I value in life.

r

r

r

r

r

r

r

33) There is a good fit between my
personality and my profession.

r

r

r

r

r

r

r

34) My personality is similar to other's
working in my profession.

r

r

r

r

r

r

r

35) My profession does not accurately
represent the qualities of my
personality.

r

r

r

r

r

r

r

36) There is a good fit between my
interests and my profession.

r

r

r

r

r

r-

r

37) My interests are well suited to be
the attributes of my profession.

r

r

r

r

r

r-

,-

38) If I could start over, I would choose
a profession that matches my
interests better than my current
profession.

r

r

r

r

r

r

r

Thank you!
Copyright© 2001-2011 PsychData®, LLC . All rights reserved .
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APPENDIX B
Dear NCAA Athletic Director,

This survey is designed to examine the structure and culture of collegiate athletics as a
work environment while also assessing how individuals (e.g. workers) perceive
themselves to fit within that culture. The results of this study will be used in completion
of the dissertation requirement in pursuit of my doctoral degree in Sport Management
from Texas Woman's University.
Participation in this study is completely voluntary and you may withdrawal at any time
without penalty. Participants must be at least 18 years of age .
Please reflect thoughtfully for each item in relation to your work experiences and work
environments. This survey should take approximately 5-10 minutes to complete and there
is no personally identifiable information included. Upon completion of the survey,
responses will automatically and anonymously be recorded. Data will only be published
in aggregate form, and no identifiable information will be obtained.
The return of your completed questionnaire constitutes your informed consent to act as a
participant in this research. There is a potential risk of loss of confidentiality in all email,
downloading, and internet transactions, however, confidentiality will be protected to the
extent that is allowed by law.
Please note that the survey must be completed in a single sitting as there is not a save
option for responses. The researcher will try to prevent any problem that could happen
because of this research. You should let the researcher know at once if there is a problem
and she will help you. However, TWU does not provide medical services or financial
assistance for injuries that might happen because you are taking part in this research.
Please complete the survey by Friday, August 15th, 2011 and COMPLETE THE
SURVEY ONLY ONCE.
To participate, please click on the following link:
https: //www.psychdata.com/s.asp?SID= 14 1494
Should you have questions regarding the study of survey items, please contact:
Gwen Weatherford, M.S. , Principal Investigator, at GWeatherford (a),twu.edu or
Kimberly Miloch, Ph.D. , Major Professor at KMiloch@,twu. edu
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Thank you very much for your complete participation and good luck with your upcoming
2011-2012 seasons!
Sincerely,
Gwen
Gwen Weatherford, M.S.
5970 PR 4226
Campbell, TX 75422
Kimberly Miloch, Ph.D., Major Professor
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APPENDIX C
Associate/Assistant/Senior Woman Administrator Cover Letter
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APPENDIXC
Dear NCAA Associate/Assistant Athletic Director or Senior Woman Administrator

'

This survey is designed to examine the structure and culture of collegiate athletics as a work
environment while also assessing how individuals (e.g. workers) perceive themselves to fit within
that culture. The results of this study will be used in completion of the dissertation requirement in
pursuit of my doctoral degree in Sport Management from Texas Woman's University.
Participation in this study is completely voluntary and you may withdrawal at any time without
penalty. Participants must be at least 18 years of age.
Please reflect thoughtfully for each item in relation to your work experiences and work
environments. This survey should take approximately 5-10 minutes to complete and there is no
personally identifiable information included. Upon completion of the survey, responses will
automatically and anonymously be recorded . Data will only be published in aggregate form , and
no identifiable information will be obtained.
The return of your completed questionnaire constitutes your informed consent to act as a
participant in this research. There is a potential risk of loss of confidentiality in all email,
downloading, and internet transactions, however, confidentiality will be protected to the extent
that is allowed by law.
Please note that the survey must be completed in a single sitting as there is not a save option for
responses. The researcher will try to prevent any problem that could happen because of this
research. You should let the researcher know at once if there is a problem and she wi II help you.
However, TWU does not provide medical services or financial assistance for injuries that might
happen because you are taking part in this research.
To participate, please click on the following link: https://www. psychdata.com/s.as p?S ID= 14 1494
Please complete the survey by Friday, August 15th, 2011 and COMPLETE THE SURVEY

ONLY ONCE.
Should you have questions regarding the study of survey items, please contact:
Gwen Weatherford , M.S. , Principal Investi gator, at GWeath erford@tw u.edu or
Kimberly Miloch, Ph.D. , Major Professor at KMil oc h@twu.ed u
Thank you very much for your complete participation and good luck w ith your upcoming 20112012 seasons!
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Sincerely,
Gwen
Gwen Weatherford, M.S.
5970 PR 4226
Campbell, TX 75422

Kimberly Miloch, Ph.D., Major Professor
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APPENDIX D
Dear NCAA Coach,

This survey is designed to examine the structure and culture of collegiate athletics as a
work environment while also assessing how individuals (e.g. workers) perceive
themselves to fit within that culture. The results of this study will be used in completion
of the dissertation requirement in pursuit of my doctoral degree in Sport Management
from Texas Woman's University.
Participation in this study is completely voluntary and you may withdrawal at any time
without penalty. Participants must be at least 18 years of age.
Please reflect thoughtfully for each item in relation to your work experiences and work
environments. This survey should take approximately 5-10 minutes to complete and there
is no personally identifiable information included. Upon completion of the survey,
responses will automatically and anonymously be recorded. Data will only be published
in aggregate form, and no identifiable information will be obtained.
The return of your completed questionnaire constitutes your informed consent to act as a
participant in this research. There is a potential risk of loss of confidentiality in all email,
downloading, and internet transactions, however, confidentiality will be protected to the
extent that is allowed by law.
Please note that the survey must be completed in a single sitting as there is not a save
option for responses. The researcher will try to prevent any problem that could happen
because of this research. You should let the researcher know at once if there is a problem
and she will help you. However, TWU does not provide medical services or financial
assistance for injuries that might happen because you are taking part in this research.
To participate, please click on the following link:
https://www.psychdata.c om/s .asp'? S fD= 1-1-149..i
Please complete the survey by Friday, August 15th, 2011 and COMPLETE THE

SURVEY ONLY ONCE.
Should you have questions regarding the study of survey items, please contact:
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Gwen Weatherford, M.S., Principal Investigator, at GWcatherford CQ)twu.cdu or
Kimberly Miloch, Ph.D. , Major Professor at KMil oc h @twu.edu
Thank you very much for your complete participation and good luck with your upcoming
2011-2012 season!
Sincerely,
Gwen
Gwen Weatherford, M.S.
5970 PR 4226
Campbell, TX 75422

Kimberly Miloch, Ph.D., Major Professor
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