
ABSTRACT 

FAGER, K. E. A survey of division I athletic administrator's 
com~etencv dimensions for administration and mentoring. MS in 
Physical Education - General, 1991, 79 pp. (1,. Terry) 

Division I athletic administrators (N = 166) were randomly 
selected and assigned to 2 groups, Administrators and Mentors. 
Subjects submitted their perceptions of the 7 competency 
dimensions - Planner, Fiscal Officer, Evaluator, Educator, 
Resource Developer, Leader, and Communicator - for administration 
and mentoring. The instrument used was the Administrative 
Competencies in Physical Education and Athletics Survey 
(Endersbe, 1987). The return rate was 55%. Statistical 
treatments used on the data were the t-test for independent 
samples and the Wilcoxon T test. The t-test for independent 
samples was used to determine if the perceptions of the 
Administrators group differed from those of the Mentors group at 
the .05 level. For all 7 dimensions the results of the t-test 
were p > .05. The Wilcoxon T test, at the .05 level, was used to 
determine if the groups rated the 7 dimensions on the survey the 
way they ranked them. Results revealed differences between the 
ratings and rankings of some of the dimensions but they were 
nonsignificant statistically. 
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CHAPTER I 

INTRODUCTION 

Professional development is an area in constant need of 

upgrades and retrofits. This is true of any professional 

development but more so in an area that changes as rapidly 

as athletic administration (Branch, 1990; Endersbe, 1387; 

Hatfield, Wrenn, & Bretting, 1987; Williams & Miller, 1983; 

Youngberg, 1971). Division I intercollegiate athletics have 

grown to be considered as big business (Branch, 1990; 

Hatfield et al., 1987; McGee, 1984) and as such there is 

much to be learned from the area of business. 

Athletic administrators of these "big businessesw need 

to have diverse areas of expertise while future athletic 

administrators must have access to these pools of knowledge 

and experience. There are many ways that future collegiate 

athletic leaders can acquire the competencies they need, but 

the one this study will investigate is that of mentoring. 

Studies done by Endersbe (1987), Zwald (1985), Landry 

(1983), Williams and Miller (1983), Branch (1990), and 

numerous others have been helpful in determining the 

preparation patterns and competencies that are important to 

athletic administration. However, few studies have been 

conducted pertaining to mentoring in athletic administration 



(Young, 1985). Most of the information about mentoring 

comes from the business world. While mentoring is not a new 

concept, dating back to ancient Greece, it is a relatively 

unstudied area in athletic administration. 

Many of the articles which focus on mentoring have 

stated that it is beneficial to the mentee (Brown, 3990; 

Fitt & Newton, 1981; Herbster, Abel, & Brajcich, 1990; Noe, 

1988; Willbur, 1987). However, the most accurate assessment 

of mentorship may have come from Dowell1s 1989 study which 

stated: 

Despite the lack of empirical data, mentorship is 
viewed as beneficial in business and academia. 
Although the degree to which mentorship is considered 
influential in career progression varies between 
studies, no study was found to refute the benefits of 
being mentored (p. 7) . 
The lack of empirical data and conceptualization about 

mentoring (Merriam, 1983; Noe, 1988) is what brought about 

this study. Before empirical data can be gathered, a clear 

concept of what competency dimensions are necessary for 

effective mentorship must be established. This means 

defining what an effective mentor does as opposed to the 

personal attributes of what an effective mentor is. 

Statement of the Problem 

This study attempted to establish whether there were 

significant differences between the competency dimensions 

that were important for effective athletic administration 

and the competency dimensions that were important for 

effective mentoring as perceived by Division I athletic directors. 



Hypotheses 

This study had the following hypotheses: 

1. There are no significant differences between competency 

dimensions for athletic administrators or mentors as 

identified by Division I athletic administrators. 

2. There are no significant rlifferences between the 

Administrators' ranking of the competency dimen- 

sions and their responses to the competency statements 

as indicated on the Likert scale. 

3. There are no significant differences between the 

Mentors' group ranking of the cofipetency dimensions and 

their responses to the competency statements as 

indicated on the Likert scale. 

PurDoses 

This study had the following purposes: 

1. Determining if the administrative dimensions 

that Division I athletic administrators perceive as 

important for their jobs were different from those 

perceived to be important dimensions for being a mentor: 

2. Determining which administrative dimensions 

Division I athletic administrators feel were most 

important for their jobs and which are most important 

for being a mentor; 

3. Determining how many of the Division I athletic 

administrators from the Mentors group are or have been 

mentors, mentees, or both; 
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4. Determining if the statements on the question- 

naire were answered the same way as the corresponding 

uimensions were ranked. 

Definition of Terms 

The follow.ing terms were used in this study: 

Competencv - 
Competency is the presence of characteristics (or 
absence of disabilities) which render a person fit, 
or qualified, to perform a specific task or to assume 
a defined role. To be competent is to possess suffi- 
cient knowledge and ability to meet specified require- 
ments in the sense of being able, adequate, suitable, 
or capable (McCleary cited in Endersbe, pp. 4-5, 1987). 

Communicator - A communicator dimension involves the 

preparation and deli\-ery of information, both within and 

outside of an educational organization (Endersbe, 1987). 

Dimension - A dimension is a group of related competencies 

that can be categorized by the specific task they define. 

Educator - An educator dimension involves various 
educational aspects pertaining to the needs of the personnel 

within the organization (Endersbe, 1987). 

Evaluator - An evaluator dimension involves various aspects - 

of the value judgement process pertaining to an educational 

organization (Endersbe, 1987). 

Fiscal Officer - A fiscal officer dimension involves various 

aspects of the monetary processes pertaining to an 

educational organization (Xndersbe, 1987). 

Leader - A leader dimension pertains to the directing and 

coordinating of tasks within an educational organization 



(Endersbe, 1987). 

A mentee is a less experienced individual who becomes 
involved in a relationship with a mentor and receives 
numerous types of assistance with respect to one's 
personal and professional development and achievement 
of goals. The mentee is commonly referred to as the 
protege or protegee (Young, pp. 11-12, 1935). 

Mentor - I 
The mentor is a more experienced individual who becomes 
committed to the personal and professional development 
of ancther individual, the mentee, and a relationsnip 
is established. The mentor's commitment and dedication 
go beyond serving as a teacher, sponsor, counselor, 
and/or role model. The mentor is a caring individual 
who develops a special, lasting concern for the mentee 
and devotes an unlimited amount of time to ensure the 
successful development of the mentee (Young, p. 11, 
1985). 

Mentoring - 
Mentoring is the process which occurs wher; a more 
experienced individual, the mentor, becomes personally 
committed to another individual, the mentee, and con- 
tributes to the personal and professional development 
of the individual, and a relationship is established 
(Young, p. 12, 1985). 

Planner - A planner dimension involves the identification, 
formulation, and the defining of goals, plans and objectives 

pertaining to an educational organization (Endersbe, 1987). 

Resource Developer - A resource developer dimension involves 

the various aspects of securing and developing resources 

used by athletic organizations (Endersbe, 1987). 

Assumptions 

This study had the following assumptions: 

1. All Division I athletic administrators have been a 

mentor or mentee. I 



2. Mentoring plays an important part in an athletic 

administrator's career development. 

3. The questionnaire used was reliable and valid. 

4. The surveys included in the data analysis were completed 

by the chief athletic administrator and not an 

assistant. 

5. The subjects responded honestly to the statements on the 

questionnaire. 

6. The Likert scale measures illtervai data. 

Delimitations 

This study had the following delimitations: 

1. The athletic administrators chosen for this study were 

selected from institutions listed as Division I. 

2. Only Division I institutions that were members of the 

NCAA were selected. 

3. Only Division I institutions that were listed in the 

1989-90 NCAA Directorv (Renfro, 1989) were considered. 

Limitations 

This study had the following limitations: 

1. Due to a questionnaire being used there could have been 

some misinterpretations of the statements which could 

possibly skew the data. 

2. Since the perception of the mentoring experience was not 

measured, a bias could have occurred either for or 

against mentoring. 



Sisnificance of the Studv 

Many of the articles about mentoring indicate a strong 

relationship between having a mentor and career success. 

However, there has been little or no empirical data gathered 

to conceptualize the dimensions needed to be both an 

effective mentor and an effective Division I athletic 

administrator. By gathering such data the first step would 

have been taken to establish competency dimensions that may 

help in sports management or administration curriculum 

development. 

This information could also be used to help present 

athletic administrators become better mentors by focusing 

their attention on dimensions specifically impcrtant to 

mentoring. This should make for a more productive 

relationship for both the mentor and the mentee. 



CHAPTER I1 

REVIEW OF RELATED LITERATURE 

Introduction 

The main purpose of this study was to determine if 

there are significant differences between athletic 

administrative competency dimensions and mentor-ship 

co~npetency dimensions among Division 1 athletic 

administrators. With this in mind and since no similar 

studies have been done, the literature review was divided 

along those two subject lines. The first part of the review 

is presented under the heading of: Athletic Administrator's 

Competency Dimensions. The second part of the review is 

presented under the heading of: Mentoring. 

Athletic Administrator's ComLttency Dimensions 

As college athletic programs grow there is an 

increasing comparison to big business, especially at the 

Division 1 level (Branch, 1990: Hatfield et al., 1987: 

McGee, 138.1). Athletic administrators that lead these 

programs are just that, administrators, and according to 

Austin (1379) "they need certain personal and professional 

competencies" (p. 19) . 
There are numerous articles and studies that try to 

determine just what the above mentioned competencies should 
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be and how future athletic administrators should be prepared 

(Austin, 1979; Endersbe, 1987; Gray, 1981; Harper, 1987: 

Hatfield et al., 1987; Landry, 1983; Leith, 1983; McGee, 

1984; Quain & Parks, 1986; Stier, 1987; Terry, 1987: 

Williams & Miller, 1983; Youngberg, 1971; Zeigler & Bowie, 

1983; Zwald, 1985). According to Terry (1987), studies 

going back to 1936 have tried to determine the competencies 

that make one athletic administrator effective while another 

is not. 

In 1971 Youngberg conducted a,study that objectively 

and subjectively derived 25 characteristics that were 

perceived to be important for a successful athletic 

director. These characteristics were not categorized but 

individually ranked starting with integrity and honesty as 

number 1 and ranging to fair and impartial as number 25 

(Youngberg, 1971) . 
From the world of business in 1974, Katz introduced the 

idea that successful administration can be based on three 

basic skills: technical, human, and conceptual. This 

categorization of skills was based on what administrators do 

and not who administrators are. 

Another article that addressed administrative behavior 

and not personal behavior was Austin's (1979). Austin 

identified seven dimensions "that are flexible, however, and 

give administrators the necessary latitude to make the best 

use of their personal talentsu (p. 19). These dimensions 



were: planning, supervising, directing, peacemaking, 

assessing, innovating, and public relations (Austin, 1979). 

As more information about college athletic 

administrators was gathered, studies were also being done at 

the secondary school level to determine responsibilities and 

competencies. Bass and Johnson's 1981 study of Florida's 

high school athletic directors came up with ten of the most 

performed duties and their difficulty. During the same 

year Brysonls met?-analysis of secondary school athletic 

directors' duties was published. In Brysonls study (1981) 

six major duty areas and the major responsibilities of each 

were discussed. The six main duty areas were: general 

administrative tasks, public relations and community 

service, professional activities, equipment and facilities, 

budget and finance, and specialized sports tasks (Bryson, 

1981). These areas and their responsibilities could then be 

used for an extensive job description or a tool for 

assessing an athletic director's job performance. 

In Gray's 1981 study of background knowledge and 

I 

i competencies, six competency dimensions borrowed from Paris' 

1979 study (cited in Gray, 1981) were used to determine 

which were the most important. The six dimensions utilized 

were: leader, communicator, planner, fiscal officer, 

evaluator, and educator (Gray, 1381). Of the six dimensions 

it was found that all were perceived to be either highly 

important or essential. These dimensions with one added, 



resource developer, would be used again in Endersbels 1987 

study. 

Since 1983 there have been a concentrated number of 

studies on the competencies and preparation patterns of 

athletic directors. Landry (1983) provided an overview of 

50 top college athletic directors from every major 

conference. This study did not look at competencies as much 

as it tried to determine the athletic directors1 

backgrounds. From the combined backgrounds he came up with 

a "typicalw major college athletic director profile. 

The early to middle 1980's was a time of change in 

athletic administration. The previous studies led to very 

little empirical data on competency dimensions or 

preparation patterns. However, Williams and Miller (1983) 

presented a study of preparation patterns for 

intercollegiate athletic directors and concluded that: 

Emphasized in an interdisciplinary program for all 
ADS, regardless of the type of program or whom it 
serves, should be the development of skills in 
communication, public relations, business, and skills 
unique to athletic administration (p. 405). 

That recommendation conformed to Gray's (1981) earlier study 

and the six dimensions that she used. 

The three basic skills that Katz's 1974 study 

identified were examined again in Leithls (1983) study and 

then modified by Zeigler and Bowie (1983) from three 

categories to five. The five categories were: "personal 

skills (developing one's own skills), human skills 
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(influencing others), technical skills (managing details), 

conceptual skills (formulating ideas), and conjoined skills 

(employing basic skills in combination towards the 

realization of goals)It (Zeigler & Bowie, p. 83, 1983). 

The unique experiences of the "real world of work are the 

cnly way many of these skills can be learnedw, according to 

Zeigler and Bowie (p. 83, 1983). 

quain and Parks (1986) tried to determine the necessary 

competencies for sports administration and management. They 

found the top four skills in the administration/management 

to be: human relations, personnel management, money 

management, and writing. These four skills were the ones 

chosen by 83 sports management practitioners and again 

reflect what both Gray (1981) and Williams and Miller (1983) 

found in their respective studies. 

Endersbe's 1987 study was very similar to Gray's 1381 

study. In her study, Endersbe tried to determine the 

competency dimensions needed for an athletic director's 

positio:: as perceived by athletic directors and educators 

from sc300l.s with sports administration/management 

curriculums. The instrument that Endersbe used was a 

questionnaire that had been modified by Paris and Zeigler in 

1980 (c-ted in Endersbe, 1387). This questionnaire utilized 

50 ques--ions to cover seven d.imensions and was used to try 

and determine if there was a significant difference between 

athletic directors1 and educators' perceptions of competency 
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dimensions. Of the seven dimensions - educator, 
communicator, resoarce developer, fiscal officer, evaluator, 

leader, and planner - only the planner dimension showed a 
statistically significant difference in perceptions and all 

seven dimensions were considered to be highly important or 

essential to an athletic director's position. This agreed 

with what Gray found in her 1981. study. 

Terry's (1987) study reinforced Zeigler and Bowiels 

(1983) book in his conclusion by stating 'Ion-the-job 

training has been considered the best preparation for the 

performance of the duties associated with being a chief 

athletic administratorw (p. 84). In his study Terry (1987) 

tried to determirje '-he characteristics and patterns of 

preparation for athletic administrators. He found there 

were more similarities between athletic administrators among 

different types of institutions than rhere were differences 

and that a majority of athletic directors had duties beyond 

their regular position. 

Stier (1988) wrote an article which also addressed 

Katzls skills from 1974. In his article Stier added 

dedication and commitment skills to the already publicized 

technical, human, and conceptual skills from Katz (1974). 

The author described 18 specific qualities or competencies 

that are normally associated with the successful 

interscholastic/intercollegiate athletic director. These 

areas, according to Stier (1988) 



... reflect the major areas which forward looking 
administrators would do well to develop and refine if 
they wish to be fully 'armed1 with the prerequisites 
(in terms of professional skills) deemed necessary for 
survival, and success within the amateur athletic world 
(P. 3)- 

Hatfield et al. (1987) did a job aiialysis comparison 

between Division I athletic directors and professional sport 

managers which resulted in some dimensions that correspond 

roughly to Gray's (1981) and Endersbels (198'7). The 

dimensions listed were perceived by the athletic directors 

as ggmost important for career preparationgt (Hatf ield et a1 . , 
p. 143, 1987). These included: athletic administration, 

speech communication, public relations, markoting, and 

business management. From their findings, the 

recommendation was made for graduate programs to provide 

specialty tracks for different types of athletic 

administration. 

An article that helped point out important competencies 

for athletic directors comes from a Watkins (1988) interview 

with Newel1 Nelson. Nelson was discussing the National 

Interscholastic Athletic Administratorsf Associationfs 

certification program and listed nine areas on which 

examination questions were to be based. These nine areas 

were: "Administrative Policies & Procedures, Budget and 

Finance, Office Management, Personnel Practices, Public 

Relations, Risk Management, Spectator Management, Sports 

Medicine, and General Knowledge" (Watkins, p.7, 1988). 

Nelson felt that these areas were essential for effective 



athletic administration. 

While many studies have been done to determine the most 

important or effective competencies an athletic director can 

possess, only a thin thread of commonality binds them 

together. However, it does seem that the studies and 

articles can be divided into two areas: personal dimensions 

needed for success and professional dimensions needed for 

success. For the purposes of this study the professional 

dimensions are viewed the most important. 

Mentorinq 

Mentoring is not a new concept, hcv:?ver, it has not 

been the object of many studies until recently. Most of 

what is known about the mentoring relationship has been 

learned through either business or academia. Levinson, 

Darrow, Klein, Levinson & McKee (1978) described a mentoring 

relationship as none of the most complex and developmentally 

important a man can have in early adulthood1' (p. 97). This 

idea was seconded by Daloz (1986) when he says that at the 

start of a career, mentors can be extremely important. 

These statements seemed to agree with what a majority of the 

researchers found, which is that a mentoring relationship is 

beneficial to the mentee (Adam, 1986; Brown, 1990; Dowell, 

1989; Fitt & Newton, 1981; Herbster et al., 1990; Newell, 

1987; Noe, 1988; Roche, 1979; Willbur, 1987; Woodlands 

Group, 1980; Young, 1985). 

Since the importance of mentoring is stated in a 
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majority of the literature written on the subject, the 

question could be asked: What is mentoring and how is it 

measured? The first part of the question requires only a 

definition, but the second part needs clearly defined 

dimensions of an effective mentor before any measurement or 

assessment may take place. 

Merriam's (1983) meta-analysis discovered that It'I't-.e 

phenomenon of mentoring is not clearly conceptualized, 

leading to confusion as to just what is being measured or 

offered as an ingredient in success" (p. 169). 

In one of the only other studies done on the subject, 

Colwill and Pollock (1987) used the INSpence, Helmreich, and 

Stepp Personal Attributes QuestionnaireNN (p. 16) to 

determine the personal characteristics of the ideal mentor, 

the ideal mentee, and where the respondents placed 

themselves. Colwill and Pollock (1987) looked at masculine 

traits, feminine traits, and a combination of the two to 

determine what m: ..es an effective mentor and not the 

competency dimensions an effective mentor needs. That has 

been the track of most studies conducted to date, that is 

defining personal characteristics of the mentor (Herbster et 

al., 1990; Roche, 1979; Willbur, 1987). 

Another question that might be asked at this point in 

time might be: Why is mentoring relevant? This question is 

best answered by a sentence from Roe and Baker's 1989 study 

of community college leaders: " A  key role of current leaders 
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should be the responsibility to identify and provide for the 

development of future leaders" (p. 14). 

As noted earlier (Terry, 1987) it was found that 

getting experience on-the-job is the best way to prepare for 

becoming an athletic director, which has become increasingly 

complex. This complexity "makes it difficult for any formal 

education program to prepare adequately prospective athletic 

administratorsw (Terry, 1987). This sentiment is echoed in 

an article by Mendleson, Barnes, and Horn (1989) which 

stated ##Mentoring programs may be the best way to shape 

employees1 organizational future" (p. 70). 

With the above mentioned statements in mind, there 

needs to be some way to evaluate the competency dimensions 

of what a mentor does, but without the establishment of the 

dimensions themselves this is almost impossible. 

Jacoby (1989) addressed the issue of what a mentor does 

somewhat by proposing an evaluation form for mentors. There 

were six categories on the evaluation form: "Project 

assignments, technical skills shared, feedback on work 

peiformed, long-term career guidance, internal career 

guidance, and non-work personal activity" (Jacoby, p. 12, 

1989). There was not any justification or explanation of 

where the categories came from, but it was one of the first 

articles that attempted to measure a mentor's competency 

dimensions. Some of the categories listed on the evaluation 

form also roughly correspond to some of the seven dimensions 



mentioned in Endersbels (1987) study on athletic 

administration competency dimensions. 

The Woodlands Group (1980) identified that mentors need 

to have a vast knowledge of their organization and 

ttespecially its informal structures and processesN (p. 920). 

Branch (1990) indicated t!rat with the problems facing 

intercollegiate athletic leaders, more examination is needed 

of behaviors that act as a positive in-'usnce between 

subordinates and the athletic directors. 

To put it simply, there has not been any clearly 

conceptualized studies to date on competency dimensions that 

may prove to be important for intercollegiate athletic 

administrators to be effective mentors. Noe (1988) stated 

that "research is needed to identify the individual and 

organizational factors that influence the success of 

mentoring relationshipstt (p. 460). One step necessary to 

better evaluate and improve the mentoring experience would 

be to determine if the important competency dimensions for 

athletic directors are significantly different from those of 

mentors. 

Summary 

There was ample research conducted in the 1980's on 

athletic administration preparation patterns and requisite 

skills. These studies were placed into two areas. The 

first area was based on who an athletic administrator is 

(personal characteristics), while the second area tried to 
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determine what an athletic administrator does and the 

competency dimensions needed. Both personal characteristics 

and competency dimensions have been studied to help 

determine curriculum for athletic administration/sports 

ma~agement programs as athletic administration became more 

complex. 

On the other hand, menturing studies, especially 

concerning athletic administration, were scarce. Young's 

1985 study on the perceived value of mentoring for wolden 

athletic administrators was one of the only studies that 

dealt with the issue. This is despite the literature from 

the business world that indicates the benefits of a 

mentoring relationship. There have beer1 few studies done in 

any sector that empirically try to determine either who a 

ment.or is (personal characteristics) or what a mentor does 

(competency dimensions needed). 

There were no studies found that tried to determine if 

there was a significant difference between what an effective 

athletic administrator does (competency dimensions needed) 

and what an effective mentor does (competencies needed). 

This study addressed that void in the literature. 



CHAPTER I11 

METHODS AND PROCEDURES 

Introduction 

This study attempted to determino if the dimensions 

that are important to Division I athletic administrators' 

effectiveness are the same dimensions as those that are 

needed to be an effective mentor. Division I athletic 

administrators where chosen for this study due to the 

hierarchy which makes a mentoring relationship much more 

likely to occur at the Divisio~ I level. 

Subject Selection 

Subjects in this study were 166 randomly selected 

athletic directors whose institutions were listed as members 

of the NCAA Division I in the 1989-90 NCAA Directory 

(Renfro, 1989). Once chosen, the 166 athletic 

administrators were randomly assigned to one of two groups. 

Members of the first group were labeled as Administrators 

and members of the second group were labeled as Mentors. 

A table of random numbers was used to both randomly 

select and assign the athletic administrators into either 

the Administrators or Mentors group. To randomly select the 

athletic directors all 293 institutions listed as being 

Division I members were coded by assigning a number to each. 



A point on the table of random numbers was arbitrarily 

chosen. When the first three numbers from the table matched 

with the number assigned to one of the schools, that 

athletic director became a member of the sample group. 

Numbers in the table were selected from right to left. This 

process continued until 166 athletic directors had been 

chosen. 

The 166 athletic directors randomly chosen were then 

randomly assigned to either the Administrators group or the 

Mentors group. This was done by pairing the 166 numbers so 

there would be equal numbers in the two groups. The numbers 

were paired by how they had been randomly chosen (i.e., 1st 

with 2nd, 3rd with 4th, etc.). Next the table of random 

numbers was again used by arbitrarily choosing a point with 

which to start. The type of number, even or odd, from the 

table caused the corresponding type of number from the pair 

to be placed in the Administrators' group with the left over 

number placed in the Mentorsr group. Thus, if the starting 

point in the random numbers table was a nine then the number 

in the first position was assigned to the Administrators' 

group and the number in the second position was 

automatically placed in the Mentors1 group. For the random 

assignment a left to right movement was used to obtain the 

numbers. This process continued until all 166 randomly 

selected athletic directors had been randomly assigned. 



Instrument and Administration -- 
The instrument used in this study was a questionnaire 

utilized by Endersbe (1987). This questionnaire, The 

Administrative Competencies in Physical Education and 

Athletics Survey, had been modified by Paris and Zeigler 

from a 1972 survey done by Morgan and Canfield (cited in 

Endersbe, 1987). According to Endersbe this survey was 

proven valid in a 1980 study done by Paris (cited in 

Endersbe, 1987). 

The Cronbach alpha technique was used to measure the 
reliability of the seven dimensions. The alpha 
coefficients, ranging from .75 for the dimension of 
Communicator to .94 for the dimension of Evaluator 
were high enough to support their use (Endersbe, p.15, 
1987). 

The questionnaire from Endersbets 1987 study (see Appendix 

A) was given to the Administrators' group while a slightly 

modified version (see Appendix B) was given to the Mentors' 

group. The modification was simply replacing the word 

administrator with the word mentor. 

The main section of the questionnaire had been designed 

to gather information on the professional views of the 

athletic directors on management dimensions. There were 50 

competency statements on the questionnaire in which the 

athletic director was to rate each statement on a five point 

Likert scale. The scale ranged from one to five which 

corresponded with essential, highly important, important, 

minimally important, and non-essential (Endersbe, 1987). 



These compctcncy statements were then groupcd into 

seven dimensions previously rcportcd a:: bc i ng  yl  dnrlct,, 

communicator, educator, evaluator, 1  eadcr, t-c>:ourcc 

developer, and fiscal officer. 'I'ablc 1 shows how cnclr 

dimension was reprcscntcd and by which quest ions. 

Both groups, Administrators and Mentors, wcrc dskcd to 

rate the competency statements in tcrms of thcir pcrccption 

of how important it was to thci r 1)nt-t ic-ular :;ut>jocst, 

administration or mcntoring. All respondents wcrc ~~::t.ccl 1 1 

they wanted to rcccivc a copy of thc. rcsu l ts nncl c:ou lcl 

indicate if they did by checking the space provided. Names, 

addresses, and return results were known only to the 

researcher with only the return results ictilizcd to 

determine the findings of the study. Alony wit11 thc 

questionnaires, each ilthlctic clirccstot- rcccivccl <I 1 i : ; t i t l c j  ol 

the seven dimens ions coverecf by thc stotcn~crltv i n  thc 

questionnaire. They were asked to rank thc dimcns ions 

dccording to their percept ions of the importdnce o t eLlctl 

dimension for ci ther administration or mentoring. 

Final1 y, ~ncluded In the Plcntor s t  yr-oup list tng ol t l ~ c *  

seven dimensions was a detinitian ot mentor- and mentee. 'l'l~e 

athletic directors were then requested to read tl~c 

definitim and respond by placing a check in the space 

provided whether they had been or ever were a mentor, a 

mentee or bott~ (sec Appendices A and H). 



Table 1. Competenc!y dimensions and corresponding questions 

Dimension Description Quest ions 

Planner 

Resource 
Developer 

Evaluator 

Educator 

Fiscal 
Officer 

Leader 

Commun i - 
cator 

1nvol.ves the identification, 25,33,35, 
for&\ulation, and the defin- 37,49 
ing of goals, plans and ob- 
jectives pertaining to an 
educational organization 
(Endersbe, 1987) . 
Involves the various aspects 1,4,9,16, 
of securing and developing 18,27,42 
resources used by athletic 
organizations (Endersbe, 1987). 

Involves various aspects of 3,8,13,15, 
the value judgement process 20,24,31, 
pertaining to an education- 32,43,46 
a1 organization (Endersbe, 
1987). 

Involves various educational 12,33,41, 
aspects pertaining to the 44,48 
needs of the personnel with- 
in the organization (Endersbe, 
1987). 

Involves various aspects : F  6,19,23,30, 
the monetary processes peL,- 4 5 , 5 0  
taining to an educational 
organization (Endersbe, 1987). 

Pertains to the directing 5,7,10,11, 
and coordinating of tasks 21,26,28, 
within an educational organ- 36,40,47 
ization (Endersbe, 1987). 

Involves the preparation 2,14,17,22, 
and delivery of information, 29,34,38 
both within and outside of 
an educational organization 
(Endersbe, 1987) . 



Procedures 

The athletic directors in each group were sent a cover 

letter (see Appendix C) with a questionnaire and a self- 

addressed, stamped envelope on October 1, 1991. It was 

requested that the questionnaires be returned by October 11, 

1991. 

Two days later, on October 3, 1991, recipients of the 

initial letter and survey were sent a follow-up postcard 

(see Appendix D). This follow-up thanked the athletic 

directors for their help and stressed the importance of 

their participation. 

Those athletic administrators who had not replied by the 

return date received a second letter (see Appendix E), 

second survey, and a second self-addressed stamped envelope. 

An urgent request was made for the athletic directors to 

fill out the questionnaire and return them by October 23, 

1991. 

Finally, two days after the second return date another 

postcard (see Appendix F) was sent out to those athletic 

directors who had still not replied, with the request that 

the surveys be returned by October 31, 1991. After this 

final return date no more questionnaires were included in 

the study. 

Statistical Analvsis 

The statistical treatment chosen for the dimensional 

views of the Administrators and Mentors was the t-test for 
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independent samples. This analysis was done independently 

for each of the seven dimensions. The t-test for 

independcrlt samples provides knowledge about differences 

between the Administrators1 group and the Mentors' group for 

each dimension and should show any statistically significant 

difference in perceptions about the use of the dimensions 

between :he groups. 

The research hypothesis for the t-test was that the 

Administrators1 group would perceive the seven competency 

dimensions tested as more important than the Mentorst group. 

To check if the Administrators and Mentors ranked the 

dimensions the same as they responded to the corresponding 

statements on the questionnaire, the Wilcoxon T test was 

used. To utilize the Wilcoxon T, a mean for rank of the 

ranked dimensions was used and the mean Likert scores were 

used to rank the data from the questionnaire. 

The research hypothesis for the Administrators1 group 

concerning this area was that the Administrators would rank 

the dimensions lower than they scored them on the 

questionnaire. The research hypothesis for the Mentors1 

group was that they would rank the dimensions higher than 

they scored them on the questionnaire. The level of 

significance chosen for both the t-test for independent 

samples and the nonparametric Wilcoxon T was . 0 5 .  

Descriptive statistics were used to determine the 

dimensions that the Administrators and Mentors felt were 
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most important to their specific situation. Descriptive 

statistics were also used to summarize the breakdown of 

athletic directors from the Mentors' group who had been 

mentors, those who had been mentees, or those who had been 

both. 



CHAPTER IV 

RESULTS AND DISCUSSION 

Introduction 

The survey instrument that was used to gather the data 

for this study was The Administrative Competencies in 

Physical Education and Athletics Survey (Endersbe, 1987). 

The questionnaire was sent to 166 Division I athletic 

administrators who had been randomly chosen and assigned 

into two groups: (1) Administrators, and (2) Mentors. 

Results 

Of the 8 3  athletic administrators that had been 

assigned to the Administrators1 group, 4 8  returned the 

questionnaire. This was a return rate of 5 8 % .  The Mentors' 

group returned their questionnaires at a 51.8% rate which 

corresponded to 4 3  of 8 3  returned. The total overall return 

rate for both groups was 91 of 166 athletic administrators 

or 5 5 % .  

The main purpose of this study was to determine if the 

administrative dimensions that Division I athletic 

administrators perceived as important for their jobs were 

different from those that were perceived important for being 

a mentor. This was stated by the primary hypothesis of the 

study. This hypothesis was: there are no significant 



differences between competency dimensions for athletic 

administrators or mentors as identified by Division I 

athletic administrators. The research hypothesis that 

corresponded to the above null hypothesis stated that: the 

Administrators1 group would perceive the seven competency 

dimensions tested as more important than the Mentorsr group. 

To determine if there were any sigr~ificant differences in 

competency dimensions, the subjects were asked to rat? each 

of the 50 competency statements that an athletic 

administrator might be expected to possess, with respect to 

importance. A Likert scale that ranged from (1) which was 

to be considered essential, to (5) which was considered non- 

essential, with (2) being highly important, (3) important, 

and (4) of minimal importance, was used for the rating 

process. 

Table 2 summarizes the results from the t-test for 

independent samples that was used as the statistical 

treatment on the data. As Table 2 shows there were no 

significant differences between groups on any of the seven 

competency dimensions. That meant that the null hypothesis 

was retained for all seven dimensions and that there was no 

evidence that athletic administrators perceived any one of 

the seven dimensions as more important for administration 

than for mentoring. 

The second hypothesis of this study was that there were 



Table 2. Summary of t-test for independent samp1.e~ 

Dimension Mean Mean Pooled Standard Cal. Crit. 
X1 X2 Variance Error t t 

Planner 1.96 1.97 .212 .095 -. 105 1.665 

Resource 
Developer 2.20 2.21 . 3 5 6  ,126 -. 079 1.665 

Evaluator 2.22 2.08 .I75 ,089 1.570 1.665 

Educator 2.49 2.43 .335 .123 .488 1.665 

Fiscal 
Officer 1.67 1.51 .262 .I10 1.450 1.665 

Leader 1.75 1.76 .I55 ,084 -. 119 1.665 

Commun i - 1.97 2.12 .360 .I27 -1.180 1.665 
cator 

no significant differences between the Administrators' 

ranking of the competency dimensions and their ratings of 

the competency statements from the questionnaire. The 

research hypothesis that corresponded to this null was that 

the Administratcrs would rank the dimensions lower than what 

they rated them in the questionnaire. The Wilcoxon T test 

for two dependent ranked samples was used to provide the 

statistical information on the second hypothesis. The 

resulting analysis indicated that there were no significant 

differences between the way the Administrators ranked the 

dimensions and how they rated the dimensions on the 

questionnaire. There were differences in the rankings but 
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they were not statistically significant. The primary 

difference between the ranking and the rating was with the 

competency of Fiscal Officer. The Administrators ranked that 

competency as number five as far as importance to athletic 

administration but they rated it number one from the 

questionnaire. The decision to retain the null hypothesis 

was made when the calculated t value of ten failed to equal 

or be less than the critical t value, which was two. This 

Wilcoxon T test was lower tail specific. 

The third and final hypothesis for this study was that 

there were no significant differences between the Mentorsf 

group ranking of the competency dimensions and their ratings 

of the competency statements on the questionnaire. The 

research hypothesis was that the Mentors' group would rank 

the dimensions higher than what they rated the statements on 

the questionnaire. Again the Wilcoxon T test was used to 

provide the statistical treatment for the data. There were 

three dimensions of the seven that the Mentors had at least 

a three place difference in the ranks. Those dimensions 

were the Communicator, which was ranked second but rated 

sixth, the Fiscal Officer, which was ranked sixth but rated 

first, and the Evaluator which was rank.ed seventh but rated 

'ourth. Those differences were not enough to reject the null 

hypothesis. With a non-zero n = 6, the calculated valuz of 

t was ten, this exceeded the critical value of t, which was 

two, thus retaining the null hypothesis. This Wilcoxon T 



test was upper tail specific. 

Table 3 shows the ranking of each dimension for the 

Administratorsf group and the Mentors1 group based on a 

scale from one to seven. One was to be considered the most 

important and seven the least important for their 

corresponding administrative or mentoring areas. Table 3 

also shows how the two groups ranked the dimensions from the 

questions on the survey. The mean Likert score for each 

dimension was used to achieve the second ranking. 

Table 3. Summary of ranked dimensions 

Dimension Administrators Mentors 

Mean Liknrt Mean Likert 
Rank Rank Rank Rank 

Leader 1 2 1 2 

Communicator 2 4 2 5 

Planner 3 3 3 3 

Educator 4 7 5 7 

Fiscal 
Officer 5 1 6 1 

Resource 
Developer G 5 4 6 

Evaluator 7 6 7 4 

Of the 43 returns from the Mentors1 group it was found 

that 33 or 76% had been or were currently either a mentor, a 



mentee, or both. From those 33, 26 had been both a mentor 

and a m?ntee, which corresponded to 78%. The Iimentors onlyit 

category made up the next largest number with six 

respondents having marked that selection. Only one 

respondent checked that they had been only a mentee. 

Discussion -- 

This study found no statistically significant 

differences but the information gathered from this research 

was beneficial. Since this was a new study any information 

that was gathered had some meaning. Both the 

Administrators1 and Mentors1 groups perceived all seven 

dimensions as being either essential, highly important, or 

important for what they do. This finding was important and 

corresponds to what Gray's 1981 research determined. 

The results of this study were similar to those 

Endersbe (1987) found in her study. She measured a 

significant difference in only one dimension area, Planner, 

between athletic administrators and educators. Another 

parallel with Endersbels (1987) research is that the 

educator dimension was rated the lowest of all seven with a 

mean Likert score of 2.49 for the Administrators' group and 

a mean Likert score of 2.43 for the Mentors1 group. An 

important purpose of this study was to collect data on 

mentoring within athletics administration. Mentoring, 

according to previous literature, (Adam, 1986; Brown, 1990; 

Daloz, 1986: Dowell, 1989; Fitt & Newton, 1981; Herbster et 



al., 1990: Levinson et al., 1979: Newell, 1987: Noe, 1988: 

Roche, 1979; Willbur, 1987; Woodlands Group, 1980; Young, 

1985) is a very important factor in an administrator's 

upward mobility but little research has been done to 

identify the characteristics of effective mentoring that 

influence the success of mentoring relationships (Noe, 

1988). From this study it was determined that all seven 

competency dimensions were perceived by the Mentors* group 

as important, highly important, or essential for mentoring. 

This seemed to indicate that if an administrator is weak in 

one of these dimensions a mentoring relationship would 

suffer. 

Im~lications 

Even without statistically significa~lt differences, the 

findings of this study were important. The results were 

noteworthy because they were a first step in defining what a 

mentor does and all dimensions were considered to be 

important to essential for mentoring. Another encouraging 

outcome of this study was that the groups, Administrators 

and Mentors, showed no statistically significant differences 

between the way they answered the survey questions and the 

way they ranked the dimensions. This was encouragirlg as it 

showed that the athletic administrators answered the 

questionnaire honestly. These points may be important for 

future research in the area of mentoring in athletic 

administration. 



CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

Summary 

The purpose of this study was to examine mentoring in 

athletic administration and to gather data on that subject. 

A literature review was conducted to reveal what research 

had been done in both the athletic administration skills and 

mentoring in athletics administration. Many studies had 

been conducted concerning competencies in athletics 

administration but there were none found that tried to 

determine what skills were needed to be an effective mentor. 

To determine if athletic administrators perceived the same 

competencies important for both administration and 

mentoring, a questionnaire was used. The questionnaire was 

developed by Paris and Zeigler in 1980 (cited in Endersbe, 

1987) and used a Likert scale to measure perceptions about 

seven competency dimensions. 

The sample population was made up of Division I 

athletic administrators randomly selected from the 1989-90 

NCAA Directory (Renfro, 1989). After the administrators had 

been randomly selected they were randomly assigned to either 

an Administrators1 group or a Mentors1 group. The subjects 

were asked to rate 50 competencies on their respective 
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surveys from non-essential to essential on a five-point 

Likert scale. At the end of the survey each group was asked 

to rank the competency dimensions on a one to seven scale 

using each number only once. The groups were to rank the 

dimensions based on how important they perceived the 

dimensions to be to their particular area, administration or 

mentoring. A mean return rate of 559 was observed. The 

data were then grouped into the seven dimensional areas and 

analyzed using the t-test for independent samples, tested at 

the .05 level of significance. In all seven dimensions the 

null hypothesis was retained. The mean Likert scores ranged 

from 1.51 to 2.49 for all seven dimensions and across both 

groups. This indicated that a similar view was held by both 

groups in regard to the dimensions. The Wilcoxon T test was 

used to determine if the Administrators and Mentors rated 

the dimensions the same as they had ranked them. Again the 

null hypothesis was retained for both groups. This showed 

that there was no evidence that either group rated the 

dimensions through the survey statistically different than 

they had ranked them. 

Conclusions 

Finding no statistically significant differences on any 

aspect of this study, it was concluded that athletic 

administrators viewed the seven competency dimensions as 

being equally important for administration and mentoring. 

It was also concluded that even though certain dimensions, 
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Communicator and Fiscal Officer, were ranked ditferently 

than they were rated, both groups rated the questionnaire 

honestly and statistically consistent with the way they 

ranked the dimensions. This study indicated that athletic 

administrators consider the role of Leader as being 

essential for both administration and mentoring. This 

agreed with Zeiglerls (1983) and Endersbels (1987) findings 

that athletic administrators consider leadership as beinq 

essential when dealing with an athletic organization. It 

was also concluded that the results of this study were 

important due to the lack of any similar data on the subject 

of mentoring in athletic administration. This study can be 

the starting point for further and much needed research in 

athletic administration. 

Recommendations 

Based on the results of this study the following 

recommendations are made: 

1. This study, with a proper pilot study, should be 

replicated at the different NCAA divisional levels 

to determine if similar perceptions exist. 

2. Research sho~~ld be conducted on the mentor/mentec 

relationship amonq athletic administrators. 

3. Research should be conducted that exaxiines the 

associate athletic administrators1 perceptions 

about mentoring in athletic administration. 

4. More research needs to be done on cross-yender 



m e n t o r i n y  r e l a t i o n s h i p s  i n  a t h l e t i c  a d m i n i s t r a t i o n  

s i m i l a r  t o  Y o u n y f s  (1985) s t u d y .  

5.  D e g r e e  p r o g r a m s  i n  a t h l e t i c  a d m i n i s t r a t i o n  n e e d  t o  

e m p h a s i z e  t h e  i m p o r t a n c e  o f  a m e n t o r i n y  

r e l a t i o n s h i p .  

6 .  R e s e a r c h  s h o u l d  b e  c o n d u c t c c l  t h a t  e x a m i n e s  why t h e  

E d u c a t o r  d i m e n s i o n  w a s  r a t e d  s o  l o w  o n  t h e  

q u e s t i o n n a i r e .  
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APPENDIX A 

QUESTIONNAIRE 



OUESTIONNAIRE* 

You are being asked to participate in a study in which 

you are to scale the following competencies in terms of 

relative importance to being an effective administrator as 

you perceive it. Although the list of management 

competencies may all seem pertinent to the job in the 

idealistic sense, it is relevant to this investigation that 

you base your views in verv realistic terms. 

You should describe :low important each competency is to 

the job by use of the accompanying scale. Your selection is 

to be made by marking (X) in one of the five blanks 

appearing between each of the scaler poles. 

Example: 

If you feel that the management competency listed is 
essential; that is, the job could not be successfully 
performed without it, you would place an (X) as follows: 

essential X : : : : non-essential 

If you feel that the management competency listed is 
hiqhlv imwortant; that is, it is not absolutely necessary 
but highly desirable, and only absent when compensated for 
by other special abilities, you would place an (X) as 
f 01 lows : 

e s s e n t i a l :  X : :- :non-essential 

If you feel that the management competency listed is 
important; that is, it is not absolutely necessary but 
highly desirable, you would place an (X) as follows: 

essential : : X -:-- :non-essential 

continued..... 



Instructions: continusd 

If you feel that t!,e management competency listed has 
pinimal importance; that is, possession of the competency 
would be useful in some instances, you would place an (X) as 
follows: 

essential : : : X : non-essential 

If you feel that the management competency listed is 
non-essential; that is, in no way relevant to the job, you 
would place an (X) as follows: 

essential : : : : X non-essential 

REMEMBER: Do not put more than one (X) on any scale. Also, 
be sure to check every item. Please do not leave a line 
blank. 

If you have any questions please call Karl Fager at (608) 
781-1385. My address is N5312 E. Craig Ln., Onalaska, WI 
54650. 

* Endersbe, D. (1987). A survev bv athletic directors and 
educators on com~etencies needed for an athletic 
director position. Unpublished master's thesis. 
Washington State University, Pullman. 



ADMINISTRATIVE COMPETENCIES IN ATHLETICS 

The effective administrator will be able to: 

1. utilize lay and professional advisory committees in the 
establishment of objectives. 

essential : : : :non-essential 

2. prepare articles, monographs, or newsletters. 

essential : : : :non-essential 

3. utilize evaluation information to improve the system. 

essential : : : :non-essential 

4. identify and prepare approaches to agencies for the 
procurement of grants and related support funds. 

essential : : : :non-essential 

5. identify central issues in the administrative problems 
that present themselves. 

essential : : : :non-essential 

6. reduce duplication and overlap in services, personnel, 
and activities. 

essential : : : :non-essential 

7. establish and maintain efficient delegations of 
authority and clearly differentiated levels of 
responsibility while assuming individual accountability 
for results obtained. 

8. utilize objective evaluation of organizational effect- 
iveness to measure results and plan future events. 

essential : : : :non-essential 

9. provide an operating environment which permits lateral 
or horizontal mobility, while maintaining a reward 
system so highly skilled and talented personnel feel 
the inherent worth of their non-administrative assign- 
ments. 

essential : : : :non-essential 



The 

10. 

effective administrator will be able to: 

equate work assignments with the amount and level of 
personnel needed to carry out the work load. 

essential : : : :non-essential 

establish priority rankings among administrative 
problems. 

essential : : : :non-essential 

encourage the conduct and publication of research 
relating to coaching. 

essential : : :- :non-essential 

utilize student reports in the development of an 
evaluation system through which their needs are 
related to the kind of services possiblr and levels 
of personnel available. 

essential : : : :non-essential 

explain the program to community agencies, relatir>g 
programs to other agencies which serve the same or 
similar area. 

essential : : : :non-essential 

judge the effectiveness of the program, and encourage 
and facilitate the thoughtful development and revision 
of the program. 

essential : : :-- :non-essential 

identify government resources, needs, thrusts, and 
constraints as they affect organizational programs and 
research. 

essential-.: : :- :non-essential 

maintain a receptivity and accessibility to others in 
the organization. 

essential : : :- :non-essential 

recognize and utilize the special skills and leader- 
ship talents of other personnel within the educational 
unit. 

essential : : : :non-essential 



The 

19. 

effective administrator will be able to: 

represent and explain organizational needs and the 
utilization of funds and assets to obtain these needs 
to the staff and to higher administration. 

essential : : : :non-essential 

collect, analyze, and interpret data related to 
administrative problems. 

essential : : : :non-essential 

understand the nature and purpose of organizational 
policy. 

essential : : : :non-essential 

providz information within the organization and to the 
public concerning existing and emerging conditions in 
the field of athletics. 

essential : : : :non-essential 

understand the accounting, control, and budgetary 
system that is currently used. 

essential : : : :non-essential 

develop an evaluation system which focuses on perform- 
ance and output as well as input, and in which jobs are 
described in terms of performance standards. 

essential : : : :non-essential 

utilize techniques for systematic planning and im- 
plementation (e.g. PERT, PPBS, TASK ANALYSIS, etc.). 

essential : : : :non-essential 

recognize and operate within the discipline of physical 
education and athletics (e.g. academics, athletics, 
intramurals, etc.). 

essential : : : :non-essential 

achieve the objectives of the organization by maintain- 
ing a capable staff through valid selection, prepara- 
tion, compensation and reward systems. 

essential. : : : :non-essential 



The effective administrator will be able to: 

28, recognize such constraints as traditionalism, resist- 
ance, conflict, and limited resources, and utilize 
effective problem-solving procedures to minimize those 
constraints in achieving constructive action. 

essential : : : :non--essential 

29. organize presentations, written and spoken, which ef- 
fectively convey the ideas, feelings, and needs of t h e  
organization and its personnel. 

essential : : : :non-essential 

30. understand cost/benefit analysis (refers to cost of 
prcgram and benefits expressed in monetary terms). 

essential : : : :non-essential 

31. measure change which occurs in an individual as a 
result of his/her athletic experience. 

essential-: : : :non-essential 

32. evaluate the effectiveness of the staff in meeting 
stated goals. 

essential : : : :non-essential 

33. formulate long term plans and objectives for the 
acheivement of organizational goals, and adopt a style 
of leadership that will aid in the accomplishment of 
those goals. 

essential : : : :non-essential 

34. utilize group techniques, minutes of meetings, mem- 
oranda, and other media, to communicate effectively 
with faculty, students, peers, superiors, and public 
concerning organizational goals, objectives, needs, 
problems, and solutions. 

essential : : : :non-essential 

35. define and clarify organizational (immediate) objec- 
tives and (long range) goals. 

essential : : : :non-essential 



The 

36. 

effective administrator will be able to: 

recognize the essence of professional behavior and re- 
sponsibility as they relate to athletics, and communi- 
cate it to subordinates, peers, and superiors. 

essential. : : : :non-essential 

conduct conferences or meetings utilizing techniques 
to assure full involvement of participants, through 
the use of information-sharing, problem-solving, and 
decision-making techniques. 

essential : : : :non-essential 

have familiarity with the basic technical 1,anguage of 
the fields or disciplines represented by persons for 
whom organizational responsibility is held. 

essential : : : :non-essential 

provide leadership to the staff in establishing goals 
for growth, improvement, and ackieve~nent, and assist i n  
motivating and rewarding them upon the achievement of 
those goals. 

essential : : : :non-essential 

observe all legislation pertaining to the profession 
of athletics. 

essential : : : : non-essential 

maintain current proficiency and continued growth and 
development of the field and of the individual staff 
members within the field. 

essential : : : : non-essential 

integrate the needs of individuals and departments to 
achieve the goals for the organization. 

essential : : : : non-essential 

devise a means of using Itclient responsesw --ques- 
tions, suggestions, and interpretations-- to facilitate 
the continued improvement of the program. 

essential : : : :non-essential 



The 

4 4 .  

effective administrator will be able to: 

judge the potential of an admissions applicant to pet-- 
form as a student and to become an effective profes- 
sional; taking into consideration his or her affective, 
cognitive, and psychomotor talents. 

essential. : : :-- :-,non-essential 

understand cost effectiveness analysis (refers to cost 
of program and benefits exposed in non-monetary tel-ins) . 
essential-: : :-- :non-essential 

utilize lay and professional advisory committees in thc 
evaluation of organizational objectives. 

essential : : : non-essential 

possess the skills needed to involve the organization 
in the development, implementation and evnli~ation of 
organizational policy. 

essential : : : :non-essential 

release his/her identifications from his/her specialty 
or discipline in order to contribute to the development 
of others. 

essential : : : :non-essential 

develop plans to achieve short range objectives and 
long range goals. 

essential : : : :non-essential 

relate program objectives to financial considerations 
and relate costs to comparative anticipated services. 

essential : : : :non-essential 



Please rank the following categories according to your 
perceptions of their importance to athletic administration. 
Give a number, one being most important through seven-least 
important, only once in each space provided. 

PLANNER 

RESOURCE DEVELOPER 

EVALUATOR 

EDUCATOR 

F I S C A L  O F F I C E R  

LEADER 

COMMUNICATOR 

If you would like a copy of the results of this study please 
check the space provided. 

-- Yes, please send a copy of the results. 



APPENDIX B 

M O D I F I E D  Q U E S T I O N N A I R E  



QUESTIONNAIRE* 

You are being asked to participate in a study in which 

you are to scale the following competencies in terms of 

relative importance to being an effective mentor as you 

perceive it. Although the list of management competencies 

may all seem pertinent to the job in the idealistic sense, 

it is relevant to this investigation that you base your 

views in realistic terms. 

You should describe how important each competency is to 

the mentorina process by use of the accompanying scale. 

Your selection is to be made by marking (X) in one of the 

five blanks appearing between each of the scaler poles. 

Example: - 

If you feel that the management competency listed is 
essential; that is, the job could not be successfully 
performed without it, you would place an (S) as follows: 

essential X : : : : -non-essential 

If you feel that the management competency listed is 
hiqhlv im~ortant; that is, it is not absol.utely necessary 
but highly desirable, and only absent when compensated for 
by other special abilities, you would place an (X) as 
follows: 

essential : X : :- :non-essential 

If you feel that the management. competency listed is 
important; that is, it is not absolutely necessary but 
highly desirable, you would place an (X) as follows: 

essential : .:-X-:-. : non-essential 

continued ..... 



Instructions: continued 

If you feel that the management competency listed has 
minimal im~ortance; that is, possession of the competency 
would be useful in some ins,~ances, you would place an (X) as 
f 01 lows : 

essential : : : X : non-essential 

If you feel that the management competency listed is 
non-essential; that is, in no way relevant to the job, you 
would place an (X) as follows: 

essential : : : : X non-essential 

-- -- - - - 
REMEMBER: Do not put more than one ( S )  on any scale. Also, 
be sure to check every item. Please do not leave a line 
blank. 

If you have any questions please call Karl Fager at (608) 
781-1385. My address is N5312 E. Craig Ln., Onalaska, W I  
54650. 

* Endersbe, D. (1987). A survey bv athletic directors and 
educators on comvetencies needed f ~ r  an athletic 
director position. Unpublished master's thesis. 
Washington State University, Pullman. 



ADMINISTRATIVE COMPETENCIES FOR MENTORING 

The effective mentor will be able to: 

1. utilize lay and professional advisory committees in the 
establishment of objectives. 

essential : : : :-,-non-essential 

2. prepare articles, monographs, or newsletters. 

essential : : : :non-essential 

3. utilize evaluation information to improve the system. 

essential : : : :non-essential 

4. identify and prepare approaches to agencies for the 
procurement of grants and related support funds. 

essential : : : :non-essential 

5. identify central issues i ; ~  the administrative problems 
that present themselves. 

essential : .: : - :non-essential 

6. reduce duplication and overlap in services, personnel, 
and activities. 

essential : : : -- :non-essential 

7. establish and maintain efficient delegations of 
authority and clearly differentiated levels of 
responsibility while assuming individual accountability 
for results obtained. 

essential-: : : :non-essential 

8. utilize objective evaluation of organizational effec- 
tiveness to measure results and plan future events. 

9. provide an operating environment which permits lateral 
or horizontal mobility, while maintaining a reward 
system so highly skilled and talented personnel feel 
the inherent worth of their non-administrative assign- 
ments. 

essential : : : :non-essential 



The 

10. 

effective mentor will be able to: 

equate work assignments with the amount and level of 
personnel needed to carry out the work load. 

essential : : : :nor-essential 

establish priority rankings among administrative 
problems. 

essential : : : - :non-essential 

encourage the conduct and publication of research 
relating to coaching. 

essential : : : :non-essential 

utilize student reports in the developlnent of an 
evaluation system through which their needs are 
related to the kind of services possible and levels 
of personnel available. 

essential : : : :non-essential 

explain the program to community agencies, relating 
programs to other acencies which serve the same or 
similar area. 

essential : : : :non-essential 

judge the effectiveness of the program, and encourage 
and facilitate the thoughtful development and revision 
of the program. 

essential-: : : :non-essential 

identify government resources, needs, thrusts, and 
constraints as they affect organizational programs and 
research. 

essential : : : :non-essential 

maintain a receptivity and accessibility to others in 
the organization. 

essential : : : :--non-essential 

recognize and utilize the special skills and leader- 
ship talents of other personnel within the educational 
unit. 

essential : : : :non-essential 



The 

19. 

effective mentor will be able to: 

represent and explain organizational needs and the 
utilization of funds and assets to obtain these needs 
to the staff and to higher administration. 

essential : : : :non-essential 

collect, analyze, and interpret data related to 
administrative problems. 

essential : : : : non-essential. 

understand the nature and purpose of organizational 
policy. 

essential : : : :non-essential 

provide information within the organization and to the 
public concerning existing and emerging conditions in 
the field of athletics. 

essential : : : :non-essential 

understand the accounting, control, and budgetary 
system that is currently used. 

essential : : : :non-essential 

develop an evaluation system which focuses on perform- 
ance and output as well as input, and in which jobs are 
described in terms of performance standards. 

essential : : : :non-essential 

utilize techniques for systematic planning and im- 
plementation (e.g. PERT, PPBS, TASK ANALYSIS, etc.). 

essential : : : : non-essential 

recognize and operate within the discipline of physical 
education and athletics (e.g. academics, athletics, 
intramurals, etc. ) . 
essential : : : - inon-essential 

achieve the objectives of the organization by maintain- 
ing a capable staff through valid selection, prepara- 
tion, compensation and reward systems. 

essential : : : :non-essential 



The 

2 8 .  

effective mentor will be able to: 

recognize such constraints as traditionalism, resist- 
ance, conflict, and limited resources, and utilize 
effective problem-solving procedures to minimize those 
constraints in achieving constructive action. 

essential : : : :non-essential 

organize presentations, written and spoken, which e t -  
fectively convey the ideas, feelings, and ceeds of the 
organization and its personnel. 

essential : : : :non-essential 

understand cost/benefit analysis (refers to cost of 
program and benefits expressed in monetary terms). 

essential : : : :non-essential 

measure change which occurs in an individual as a 
result of his/her athletic experience. 

essential : : : :non-essential 

evaluate the effectiveness of the staff in meeting 
stated goals. 

essential : : : :non-essential 

formulate l ~ n g  term plans and objectives for the 
acheivement of organizational goals, and adopt a style 
of leadership that will aid in the accomplishment of 
those goals. 

essential : : : :nnn-essential 

utilize group techniques, minutes of meetings, mem- 
oranda, and other media, to communicate effectively 
with faculty, students, peers, superiors, and public 
concerning organizational goals, objectives, needs, 
problems, and solutions. 

essential : : : :non-essential 

define and clarify organizational (immediate) objec- 
tives and (long range) goals. 

essential : : : :non-essential 



The 

36. 

effective mentor will be able to: 

recognize the essence of professional behavior and re- 
sponsibility as they relate to athletics, and communi- 
cate it to subordinates, peers, and superiors. 

essential : : : :non-essential 

conduct conferences or meetings utilizing techniques 
to assure full involvement of participants, through 
the use of information-sharing, problem-solving, and 
decision-making techniques. 

essential : : : :non-essential 

have familiarity with the basic technical language of 
the fields or disciplines represented by persons for 
whom organizational responsibility is held. 

essential : : : : non-essential 

provide leadership to the staff in establishing goals 
for growth, improvement, and achievement, and assist in 
motivating and rewarding them upon the achievement of 
those goals. 

essential : : : :non-essential 

observe all legislation pertaining to the profession 
of athletics. 

essential : : : :non-essential 

maintain current proficiency and continued growth and 
development of the field and of the individual staff 
members within the field. 

essential : : : :non-essential 

integrate the needs of individuals and departments to 
achieve the goals for the organization. 

essential : : : :non-essential 

devise a means of usi:rg tlclient  response^^^ --ques- 
tions, suggestions, and interpretations-- to facilitate 
the continued improvement of the program. 

essential : : :- non-essential 



The effective mentor will be able to: 

44. judge the potential of an admissions applicant to per- 
form as a student and to become an effective profes- 
sional; taking into consideration his or her affective, 
cognitive, and psychomotor talents. 

essential : : : :non-essential 

45. understand cost effectiveness analysis (refers to cost 
of program and benefits exposed in non-monetary terms). 

essential : : : :non-essential 

46. utilize lay and professional advisory committees in the 
evaluation of organizational objectives. 

essential : : : :non-essential 

47. possess the skills needed to involve the organization 
in the development, implementation and evaluation of 
organizational policy. 

essential- : : : :non-essential 

48. release his/her identifications from his/her specialty 
or discipline in order to contribute to the development 
of others. 

essential : : : :non-essential 

49. develop plans to achieve short range objectives and 
long range goals. 

essential : : : :non-essential 

50.  relate program objectives to financial considerations 
and relate costs to comparative anticipated services. 

essential : : : :non-essential 



Please rank the following categories according to your 
perceptions of their importance to the mentoring process. 
Give a number, one being most inportant through seven-least 
important, orlly once in each space provided. 

PLANNER 

RESOURCE DEVELOPER 

-- EVALUATOR 

FISCAL OFFICER 

LEADER 

COMMUNICATOR 

Are you now or have you ever been either: 

-- A mentor - Someone who becomes committed to the 
personal and professional development of another 
individual and a relationship is established that 
goes beyond serving as a teacher, sponsor and/or 
role model. 

A mentee - Someone who becomes involved in a 
relationship with a mentor and receives numerous 
types of assistance with respect to one's personal 
and professional development and achievement of 
goals. 

Both. 

If you would like a copy of the results of this study please 
check the space provided. 

Yes, please send a copy of the results. 



APPENDIX C 

FIRST COVER LETTER 



September 28, 1991 

Dear 

The enclosed questionnaire is part of an investigation to 
determine the competency dimensions required by athletic 
administrators who act as mentors to future athletic 
administrators in Division I athletic programs. Please 
consider completing this questionnaire and returning it by 
October 11, 1991 so that your information can be rapidly put 
to use. 

Having been an athletic director's assistant I understand 
that your time Ss of great value and limited. Your 
assistance in completing this questionnaire is greatly 
appreciated and will be beneficial to the ever changing 
discipline of athletics administration. Only I will know 
were the information that you provide came from and this 
will be considered confidential. Virtually no personal 
information is requested for this study. 

Upon completion of this investigation, a summary of the 
results will be sent to any participant who has checked the 
appropriate space on the questionnaire. 

Thank you for your valuable time and consideration in 
assisting with this study. If you have any questions please 
contact me at (608) 781-1385. 

Respectfully, 

Karl Fager 



September 28, 1991 

Dear 

The enclosed questionnaire is part of an investigation to 
determine the competency dimensions required by athletic 
administrators in Division I athletics pi-ograms. Please 
consider completing this questionnaire and returning it by 
October 11, 1991 so that your information can be rapidly put 
to use. 

Having been an athletic director's assistant I understand 
that your time is of great value and limited. Your 
assistance in completing this questionnaire is greatly 
appreciated and will be beneficial to the ever changing 
discipline of athletics administration. Only I will know 
were the information that you provide came from and this 
will be considered confidential. Virtually no personal 
information is requested for this study. 

Upon completion oZ this investigation, a summary of the 
results will be sent to any participant who has checked the 
appropriate space on the questionnaire. 

Thank you for your valuable time and consideration in 
assisting with this study. If you have any questions please 
contact me at (608) 781-1385. 

Respectfully, 

Karl Fager 



APPENDIX n 

F I R S T  FOLLOW-UP P O S T C A R D  



Dear 

You should have received a questionnaire from the University 
of Wisconsin Lacrosse recently. I want to thank you for 
promptly filling out the questionnaire and returning it. 

If you have not yet filled out the questionnaire please take 
this opportunity to do so. The information that only you 
can provide will be beneficial to the field of athletic 
administration. 

Thank you for taking a few minutes from your busy day to 
help further the profession of athletic administration. 

Respectfully, 

Karl Fager 



A P P E N D I X  E 

FOLLOW-UP COVER L E T T E R  



October 12, 1991 

Dear 

Recently you should have received a questionnaire from the 
University of Wisconsin-Lacrosse concerning the competencies 
of Division I athletic administrators who act as mentors. 
To date I have not received that questionnaire so I am 
sending a second questionnaire in hopes this one will make 
it to you. 

Having worked with an athletic director in the past I 
understand that your time is at a premium. 1 also 
understand that only you can provide the information that is 
sought by this investigation to help further the knowledge 
of the athletic administration field. Your assistance in 
completing this questionnaire will be greatly appreciated 
and beneficial to athletic administration. The information 
requested is not of a personal nature and only involves your 
perceptions about mentoring in athletic administration. 

Please take a few minutes to complete the enclosed 
questionnaire and return it by October 23, 1991. Your reply 
is essential. 

Respectfully, 

Karl Fager 

P.S. If you have returned the questionnaire I thank you and 
ask that you disregard this letter. 

Encl . 



October 12, 1931 

Dear 

Recently you should have received a questionnaire Erom the 
University of Wisconsin-Lacrosse concerning the competencies 
of Division I athletic administrators. To date I have not 
received that questionnaire so I am sending a second 
questionnaire in hopes this one will make it to you. 

Having worked with an athletic director in the past I 
understand that your time is at a premium. I also 
understand that only you can provide the inEormation that is 
sought by this investigation to help further the knowledge 
of the athletic administration field. Your assistance in 
completing chis questionnaire will be greatly appreciated 
and beneficial to athletic administration. The information 
requested is not of a personal nature and only involves your 
perceptions about mentoring in athletic administration. 

Please take a few minutes to complete the enclosed 
questionnaire and return it by October 23, 1991. Your reply 
is essential. 

Respectfully, 

Karl Fager 

P.S. If you have returned the questionnaire I thank you and 
ask that you disregard this letter. 

Encl. 



A P P E N D I X  F 

S E C O N D  FOLLOW-UP P O S T C A R D  



Dear 

Four weeks ago a survey from the University of Wisconsin - 
Lacrosse was mailed to you requesting your perceptions about 
certain aspects of athletics administration. Then, two 
weeks ago a second survey was mailed to you with the same 
request. To date neither of these surveys has been 
received. 

I would urgently request that you complete one of the 
aforementioned surveys and return it by October 31, 1991. 
The information that only you can provide will benefit the 
field of athletics administration. 

Respectfully, 



A P P E N D I X  G 

RAW DATA 



(1) 
Essential 

MENTORS ' TALLY SHEET 

Planner -- 

(2 ( 3 )  ( 4 )  
Highly Important Minimally 
Important Important 

Resource Developer 

2 1 12 3 

Fiscal Officer 

2 1 6 0 

( 5 )  
Non- 

Essential 



( 1 )  
Essential 

MENTORS ' TALLY SHEET 

Evaluator - 

( 2 )  ( 3  ( 4  
Highly Important Minimally 
Important Important 

Educator 

5 12  1 6  

Communicator 

7 1 3  1 4  

( 5 )  
Non- 
E s s e n t  i n 1  



(1) 
Essential 

MENTORS ' TALLY SHEET 

Communicator continued 

( 2 )  (3) ( 4  
Highly Important Minimally 
Important Important 

9 

13 

Leader 

2 

0 

7 

7 

5 

9 

G 

1 2  

2  

G 

( 5 )  
Pion- 
Essential 



(1 
Essential 

ADMINISTRATORS' TALLY SHEET 

Planner 

( 2  1 
Highly 

( 3 )  ( 4 )  
Important Minimally 

Important Important 

Resource Developer 

19 18 7 

Fiscal Officer 

( 5 )  
Non- 
Essential 



ADMINISTRATORS' TALLY SHEET 

Evaluator 

( 1 )  ( 2  ( 3 )  ( 4 )  ( 5 )  
Essential Highly Important Minimally Non- 

Important Important Essential 

3  

1 4  

6 

2 1 

8 

2 4  

19 

Educator 

1 3  

4  

6 

1 6  

1 8  

Communicator 

2 0 

1 5  

3  

6  

3  



(1) 
Essential 

ADMINISTRATORS ' TALLY SHEET 

Communicator conti~~ued 

(2) 
Highly 
Important 

2 6 

16 

( 3  1 
Important 

Leader 

5 

2 

9 

0  

1 0  

7 

(4) 
Minimally 
Important 

( 5 )  
Non- 
Essenti.al 


