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Purpose: The aim is to explore diversity management in the Australian football institution,
its clubs and state organisations, and its work to improve the representation of
Indigenous players in leadership positions, such as coaching, board and executive
levels. Indigenous players are over-represented as football players and yet under-
represented in leadership positions.

Theory: This study approaches the institution of Australian football through Institutional
Theory and Critical Race Theory, which allows for the consideration of
mechanisms that hinder Indigenous players from reaching leadership positions.
Whereas Institutional Theory examines the practices, processes and outcomes of
diversity management, Critical Race Theory examines underlying mechanisms
situated in the context and dominant structures of whiteness. It is within such
structures that documented patterns of ethnic penalties in the labour market must
be understood.

Method: A qualitative study using a grounded theory approach and theoretical sampling of
semi-structured and open-ended interviews with managers of Australian football
clubs and state organisations, organisational documents and a mixture of
complementary online news articles from the mainstream media.

Findings: The overall mechanism that help explain the continued underrepresentation of

Indigenous players in leadership positions and appears as a result of the grounded
theory coding, is avoidance (i.e. avoiding underrepresentation). This mechanism
can, in turn, be divided into three sub-mechanisms that appear as central. These
mechanisms have been conceptualised as claiming equality for all (i.e., caring as
a duty or assuming a climate of inclusion), legitimising practices (i.e., using
diversity management to improve the brand of the organisation or the active
undertaking of image-making), and silencing (i.e., diverting attention away from
the issue of under-representation or exercising internal control over discussing
e.g., racial abuse in public). Thus, these mechanisms contribute to avoiding under-
representation, and introduces this study as a case of discrimination by avoidance
that contributes to maintaining the under-representation of Indigenous Australians
in leadership positions within the Australian football institution.
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1.0 Introduction

“...but it’s a really unusual beast, the business of football, so it’s not like any other
business.”
—a respondent of this study

The field of sport has long believed to be a vehicle whereby racism can be challenged and
cultural diversity flourish. Government institutions promote sport as being a social element that
brings together diverse and widespread communities, creating a society that is broad and unified
(Human Rights and Equal Opportunity Commission (HREOC, 2006). The context of sport is
different to other sectors of the labour market as it reflects the economic, legal, social, and
political systems of a nation (Tatz, 1995). This means that, although sport can be a place for
social cohesion, inclusion, and mobility, it also mirrors the inequalities found in society,
especially in relation to issues of race, identity, and discrimination (Browne-Yung, Ziersch,
Baum & Gallaher, 2015; Kearney, 2012). One example is the racial vilification that players
from ethnic minority groups experience on the field (Gorman, Lusher & Reeves, 2016a).
However, little is known about the barriers they face when trying to advance their careers
beyond the playing field to positions of leadership, such as coaching after their playing careers.
Further, the structural inequalities, power hierarchies and exclusion of certain groups are a
reflection of attitudes and stereotypes that have prevailed throughout history (Apoifis, Marlin,
& Bennie, 2017; Bradbury, 2013; Hallinan & Judd, 2009a; Spaaij, Farquharson &
Marjoribanks, 2015). This is reflected and reinforced in the culture and institution of sport
(Hallinan & Judd, 2009a). Some have therefore argued that managers of sport organisations
have to combat discrimination by actively working with diversity management (Cunningham
& Fink, 2006). Diversity management practices have been examined in different sectors of the
labour market, such as sports, and in relation to gender and race (e.g., Coleman, 2012; Kalev,
Dobbin & Kelly, 2006; Tolbert & Castilla, 2017).

In Australia, sport is seen as an essential part of the nation’s identity and Australian Rules
football (hereafter called Australian football) is considered the national game (Coyle, 2015;
Gorman et al., 2016b; Mewett, 1999). It shapes the lives of Australians and engages in the
nation’s complex history of race-relations as it has become a social, political, cultural, and

economic institution (Gorman et al., 2016b). Australian sport has been marked with inequality



and marginalisation of its Indigenous population, reflecting the disadvantages faced by this
group in Australian society (Kearney, 2012; Gorman et al., 2016a). Research has focused on
the experiences of Indigenous coaches and players in sport, as well as the underlying
assumptions of recruiting managers (e.g., Hallinan & Judd, 2009a), rather than the role
managers play in establishing diversity practices. Less is also known about the impact of these
practices on ethnic minority groups such as Indigenous peoples (Yang & Konrad, 2011).
Indigenous Australians are those who identify as Aboriginal and/or Torres Strait Islanders
(Australian Bureau of Statistics (ABS), 2015; Hampton & Toombs, 2013). They are the largest
ethnic and racial minority group in the country (ABS, 2017a), and make up about 3.3% of the
country’s population (ABS, 2017b). Indigenous Australians remain excluded from resources
and opportunities, and from a socioeconomic view, are the most disadvantaged group in
Australian society (Biddle, Khoo, & Taylor, 2015; Browne-Yung et al., 2015). For example,
the life expectancy of Indigenous Australian men and women is 10.6 - 9.5 years lower than that
of non-Indigenous men and women (ABS, 2013a). This group suffers from a long history of
racial discrimination, an issue that continues today and is a barrier for Indigenous Australians
to secure meaningful employment (Cameron, Stuart & Bell, 2017; Hunter, 2003). The
opportunities on the labour market for this group is in line with Heath’s (2007, p. 641) finding
that “Indigenous and involuntary minorities tend invariably to come at the bottom of the ethnic

hierarchy in their respective countries.”

One area of society where Indigenous Australians have been disadvantaged and marginalized
due to institutional racism and prejudice is sport (Adair, Taylor & Darcy, 2010; Browne-Yung
et al., 2015). Despite Indigenous Australians being over-represented as professional athletes,
only 173 or about 0.8% of them fill the 21,333 full-time coaching roles within all of the sport
leagues (ABS, 2012). There are no full-time, permanent Indigenous Australian head coaches
on the teams in the professional sport leagues. This is in spite of several sport organisations,
such as the Australian Football League (AFL), presenting themselves as inclusive and
committed to policies that aim to increase the participation of Indigenous Australians at all
levels of the game (Apoifis et al., 2017). This reflects a blueprint (Australian Human Rights
Commission, 2018), which states that positions of senior leadership in Australian business are
not representative of cultural diversity as the majority are of Anglo-Celtic background. These

statistics call for an investigation into the barriers and opportunities to coaching and leadership



pathways for Indigenous players (Apoifis et al., 2017). A number of causes for Indigenous
labour market disadvantage are known, however less is known about the impact of other factors,
such as the role that employer practices and policies play (Gray, Hunter & Lohoar, 2011). In
light of this, an audit was conducted on the type of information presented publicly by the AFL
in relation to policies, procedures, opportunities or roles provided or implemented for
Indigenous people. Findings revealed a limited Indigenous representation on boards and in
leadership roles, such as coaching positions. This study indicated the need for further research
to explore the management of diversity and employment opportunities for Indigenous players

within the Australian football institution post-playing (Ferrer & Turner, 2017).

1.1 Qutline

This thesis is divided into eight parts, beginning with objectives, research questions and central
concepts. The second part covers the background of the study, which presents the historical
context, the state of Indigenous people in modern Australian society, the role of sport, and
finally the relationship between the AFL and Indigenous Australians. This is followed by
previous research on the management of diversity, unequal opportunities in the labour market
and the sport sector, as well as the representation of Indigenous Australians within the AFL.
Thereafter, the theoretical framework building on Institutional Theory and Critical Race Theory
and the study’s grounded theory approach and other relevant methodological concerns are
presented. This is followed by the findings and analysis of the study, which are concluded and

discussed thereafter.

1.2 Objectives

The gaps in current research indicate that little is known about the ways in which diversity is
managed within the sport sector and what hinders Indigenous players face as they reach for
higher positions. The aim of this study is therefore, to identify and investigate the
implementation of diversity policies, practices, and strategies within organisations related to
Australian football to come to terms with the lack of Indigenous representation in leadership
positions, such as coaching. The sport sector is of particular interest as an under-researched area
of the labour market that has seen an increase in the participation of historically disadvantaged
minority groups. It is a sector that prides itself on being inclusive of people from diverse ethnic
backgrounds, such as Indigenous Australians (Bradbury, 2013; Hallinan & Judd, 2009a). With



Indigenous Australians representing approximately 11% of the AFL players (AFL, 2017a), the
question still remains why there are so few Indigenous coaches and leaders, which many have
drawn attention to before (Gorman, 2012; Hallinan & Judd, 2009a, 2009b). This is particularly
relevant as the AFL is expected to be Australia’s single biggest corporate employer of
Indigenous people (Gorman, 2012). It is therefore important to examine how they aim to create

a diverse and inclusive climate for their employees, such as their players.

Furthermore, organisational managers are the change agents who have the most crucial role in
creating more diverse and inclusive workplaces (Arenas, Di Marco, Munduate, & Euwema,
2017; Bradley et al., 2007). This is because they translate policies and activities into practice.
The focus of this study is therefore on the managerial perspective. Not only is there a need for
more research to examine the perspectives of the organisational managers who carry out the
diversity management activities, but it is also important to find out what organisations are doing
before asking the employees about whether they are doing it well (Kulik, 2014). This means
that there can be an investigation into the role that the processes and structures of sport
institutions play in maintaining power relations that are exclusionary (Burdsey, 2014). Thus, a
qualitative study of the diversity strategies employed within the AFL and the management of
these can have important implications for organisations, both within and outside the sport
sector. This study will shed light on the processes and practices of diversity, and contribute to
research within sport management, organisational studies, and human resource management. It
will also contribute to the scholarship on the mechanisms involved in the under-representation

of Indigenous Australians in leadership positions.

1.3 Research questions and central concepts

This study is approached as a case of discrimination by avoidance studied through the under-
representation of a historically disadvantaged group within the sport sector, a context and
institution closely linked to Australian nationalism and national identity. Based on gaps in
previous research and reports on the under-representation of Indigenous players in leadership
positions, including coaching, executive and board levels within the football institution, the
research questions seek to understand mechanisms that contribute to the lack of representation
here. The football players are of particular relevance as they are over-represented on the field

yet do not advance or get promoted within this institution and are missing from leadership



positions. The purpose of this study is therefore to investigate the mechanisms contributing to
this under-representation by exploring the approach and management to diversity within
Australian football and the hindrances that Indigenous players face in advancing to leadership

positions. The focus of this study is therefore to respond to following research questions:

What mechanisms contribute to the under-representation of Indigenous players in leadership
positions within the Australian football institution?
a) How is diversity approached and managed within the state organisations and clubs of
the Australian football institution?
b) What hindrances stand in the way of Indigenous players and prevent them from reaching

leadership positions?

The important term ‘mechanism’ is used as an analytical tool to assess hindrances for
underrepresentation on the institutional and organisational level in relation to workplace
inequality. A mechanism is defined as a specific factor, process or practice that contributes to
workplace inequality, in this case the under-representation of Indigenous players in leadership
positions as a specific workplace outcome (Reskin, 2003). This definition includes the practices
of managers and activities, as well as the production of something (lllari & Williamson, 2012)
that may promote or prevent a particular outcome in the workplace. For example, an employer
may favour some groups over others as they base opportunities and rewards on an employee’s
characteristics. Mechanisms are relevant to study when the aim is to investigate “how” the

under-representation is being (re-)produced (Reskin, 2003).

Further, the lack of representation of certain ethnic and racial groups is often discussed in terms
of discrimination (see Heath & Cheung, 2006) and can be defined in a number of ways and in
relation to how it occurs (e.g., direct or indirect), the level on which it occurs (e.qg., institutional),
and central factors, such as ethnicity or race. For the purpose of this study, discrimination is
defined as occurring when members of a certain group do not have the same opportunities and
therefore are in effect treated differently compared to members of other groups. Discriminatory
behaviour can be direct (e.g., denial of employment) or indirect (e.g., by way of approach or
tone of voice). The concept of avoidance discrimination has been used in previous research

with reference to avoiding contact with other racial groups (Blank, Dabady, & Citro, 2004).



However, this study defines discrimination by avoidance in another central way, namely the
avoidance of problems and issues, such as unequal opportunities in the labour market. This is
also called ‘ethnic penalties’ by Heath and Cheung (2006), which refers to the discrimination

and disadvantage that follows when avoiding these problems.

Further, various definitions are provided in the literature on the term ‘diversity’. One of the
most cited studies is that of Roberson (2006), who found that diversity is focused on differences
and the organisation’s demography. Inclusion, on the other hand, is focused on the employees’
full participation and contribution through the removal of barriers in the organisation, and the
integration of diversity into the systems and processes of the organisation. The formalised
systems, processes or practices in an organisation developed and implemented to manage
diversity effectively are called ‘diversity management practices’ (Yang & Konrad, 2011). This
study considers the promotion of inclusion through the management of diversity and the
concept of inclusion inherently implies exclusion. Inclusion may therefore be a process or
condition whereby people who were formerly unintentionally or intentionally excluded from
certain areas are gained access. An inclusive organisation can therefore be sensitive to power
relations that have developed through historical inequalities, as well as be undertaking change
efforts (Dobusch, 2014). Furthermore, it is important to note that diversity is a broad term not
used in this study to simply denote ethnicity. Although diversity implies differences between
people, both visible and less visible, issues arise when these differences are used to apply
stereotypes and place judgement on others. Stereotypes are often negative and are used in
different sectors of the labour market. For example, in relation to leadership in Western
countries, which tends to be associated with being ‘white’, male, heterosexual, middle class and
middle aged. Those who wish to become leaders and do not fit this stereotype are therefore
considered ‘outsiders’ as they do not belong to the dominant group. The degree of
‘minorityness’ these outsiders represent will determine the extent to which their presence

causes stress and anxiety to the dominant group (Coleman, 2012).

As noted above, diversity is related to concepts, such as ethnicity and race, which are clarified
here. It is difficult to use appropriate terminology that is non-stigmatizing when writing about
ethnicity or race (Bradley & Healy, 2008). The term ‘ethnicity’ will be used to refer to people

who belong to “social and cultural groups based on common regional origins and cultural



traditions” (Hampton & Toombs, 2013, p. 5). Similar definitions have been used in other studies
(e.g., Booth, Leigh & Varganova, 2012). The term ‘race’ is also mentioned in this report and
will be accounted for in the term ethnicity. It is a poorly understood but common term that
refers to groups of people who are similar in terms of physical characteristics and genetics
(Hampton & Toombs, 2013). For example, the terms ‘white’ and ‘black’ are used in many
research studies (e.g., Bradbury, 2013). Further, ethnicity is commonly used together with the
term ‘minority’, which in the context of this study is used as a reference to ‘non-European’
groups in Australia that are distinct in regard to ethnicity, culture and religion, such as
Indigenous Australians. As the term minority is used to mark differences between groups of
people, it is important to be aware that it can be applied both in a positive and negative sense,
with the latter being more common (Bradbury, 2013). The presence of a minority implies that
there is a majority, which is why this study considers the minority in relation to power relations
and their differences in relation to the majority. Finally,, the term ‘non-Indigenous’ refers to
groups from backgrounds other than Aboriginal and Torres Strait Islander (Steering Committee
for the Review of Government Service Provision (SCRGSP), 2016). It is often used when
comparing statistics between all other groups and Indigenous Australians. However, this term
is problematic as it includes other ethnic minorities who may also experience labour market
discrimination. Therefore, the term ‘white Australian’ will be used to refer to Anglo-
Australians, as they are the majority group in the country. This has also been used in other
studies (Hallinan & Judd, 2009a; Hallinan, Bruce & Burke, 2005).



2.0 Background

Presented here is information relevant to the background of this study’s case. A brief account
of Australian history is provided, which is crucial to understand why Indigenous people have
traditionally been and are excluded from the labour market. Some statistics on Indigenous
Australians are also provided. The second part discusses the role that sport plays in society and

the final part illustrates what makes the case of Indigenous players in the AFL interesting.

2.1 Historical context and current disadvantage of Indigenous Australians

When the British colonized Australia, no treaties were signed with the Indigenous people,
which had been the case in North America and New Zealand. The British believed the
Indigenous Australians had no rights to the land as they did not own and cultivate it, referred
to as Terra Nullius or vacant, unoccupied land (Armitage, 1995; Broome, 2010 in Biddle et al.,
2015). Although the Indigenous Australians did in fact possess, treasure, and use their territory
to live (Armitage, 1995), the British used violence to take over the land. This destroyed the
essential foundation of the Indigenous peoples’ lifestyle as the colonial government repressed
their systems of culture and knowledge. The Indigenous Australians were slowly becoming
extinct due to low quality food that led to physical iliness and death. These actions were justified
by the British as promoting white Australia and through this racist discourse they used several
mechanisms of terrorism and genocide, such as shooting and burning, to eliminate the
Indigenous people. The British also named the Indigenous people ‘Aborigines’, which was a
way to characterize them as backward, inferior, and other. It was used to dehumanize them and
to create a racial divide between white Europeans and black Australians (Jalata, 2013). The
result of this racial stereotyping is the stigmatisation and marginalisation of Indigenous
Australians as a group (Hallinan & Judd, 2009a). One way to marginalise them has been to
subject them to numerous government policies, with the aim of controlling and suppressing
their opportunities (Cameron et al., 2017). From the year of settlement (1788) until the late
1960s, Indigenous Australians were subjected to a number of policies collectively referred to
as the ‘“White Australia Policy’ (Armitage, 1995; Gorman et al., 2016). One example includes
regulating every aspect of their life, from where they had to work to who was defined as an
Aboriginal person (Armitage, 1995). The assertiveness of the Indigenous Australians and the
collaboration of supporters were some of the reasons for the change that came in the 1970s. A

referendum led to liberal democratic policy, emphasising Indigenous self-determination and



community self-management (Armitage, 1995; Sutton, 2001). However, from the beginning,
Indigenous Australians were viewed by the British as marginal people who needed to be
managed. Some things may have changed over time but the change in white social attitudes has
been little, and Indigenous Australians still remain as outsiders in Australian society (Armitage,
1995).

Compared with non-Indigenous Australians, Indigenous Australians face several social
disadvantages (Stronach, Adair & Taylor, 2014), such as barriers on the labour market and in
their career development (Helme, 2010). The unemployment rate of Indigenous Australians
between the age of 15-64 years is 20.8%, while the same rate is 5.8% for non-Indigenous
Australians (ABS, 2016). Compared with 23% of non-Indigenous people, it is less likely that
Indigenous Australians are employed as professionals (13% of those employed), and less likely
to be employed in the private sector (84% compared with 74% for non-Indigenous;
Commonwealth of Australia, 2017). The large gap in higher education outcomes between non-
Indigenous Australians and Indigenous Australians is striking (Helme, 2010), with 24% of the
former group having attained a bachelor’s degree or higher compared to 5% of the latter (ABS,
2011). Indigenous Australians are also more likely than non-Indigenous Australians to suffer
from health-related problems (ABS, 2013b), and the rates of incarceration for Indigenous
Australians are 13 times the rate for non-Indigenous Australians (SCRGSP, 2016). These
statistics and a number of other factors demonstrate the discrimination against Indigenous
Australians. The root of these issues stems from historical, political, cultural and social contexts
(Australian Institute of Health and Welfare, 2015; Reading & Wien, 2009).

Furthermore, from 2002, reports called Overcoming Indigenous Disadvantage have been
produced that measure the wellbeing of Indigenous Australians to track their progress in
overcoming disadvantage (SCRGSP, 2016). The Council of Australian Governments has also
committed to achieving Indigenous equity through the Close the Gap campaign, launched in
2007. The campaign targets areas, such as reducing the gap between Indigenous and non-
Indigenous Australians in employment outcomes (Gardiner-Garden, n.d.). The government
supports Reconciliation Australia, an independent not-for-profit organisation that aims to
reconcile the relationship between Indigenous and non-Indigenous Australians through five

dimensions. These are race relations, equality and equity, unity, institutional integrity, and



historical acceptance. Organisations can adopt and develop a Reconciliation Action Plan (RAP)
to support the national reconciliation movement. The program supports the business plan of an
organisation while also supporting the development of respectful relationships and creating
opportunities with Indigenous Australians, as well as advancing the five dimensions of
reconciliation (Reconciliation Australia, 2016). The next section describes Indigenous

involvement in sport.

2.2 The discriminatory side of the sport sector

Sport was chosen as a significant context for this study for several reasons. The role of sport is
believed to have historical importance in all societies as an agent of inclusion and citizenship.
The basis of sport is participation, enabling it to attract, mobilize and inspire people (UN, 2014).
In different geographical, cultural and political contexts, sport is seen as a vehicle that promotes
social integration and economic development. It also plays a role in establishing behavioural
norms that the remainder of society, in particular young people, can follow. Whereas other areas
within society may struggle, the sport sector can break down barriers and encourage
participation through the opportunities that come with it (HREOC, 2006). It has been argued
that this view of sport is a way for national and international governing organisations to pursue
their social agendas, with sport as an important integration tool for communities that are
excluded or marginalized (Spracklen et al., 2015). However, sport also reproduces elitism,
exclusion, othering, and a masculinity that is heteronormative and hegemonic (Kearney, 2012;
Spracklen et al., 2015). This includes a set of normative behaviours with shared values and
norms created through an interaction between the sport institution and its managers, coaches
and players, which players have to accept and follow to gain membership. In order for this
similarity between players to exist, difference has to be invisible. Therefore, in countries, such
as Australia where whiteness dominates, any player of an ethnicity other than non-white has to

assimilate and be neutralised to be a member of the sport (Kearney, 2012).

Furthermore, although sport may be a separate field, it is important to consider it in relation to
other social spheres, such as politics (Spaaij, 2013). The emotions associated with sport has
been used by politicians to bring support for the nation. Acting as a substitution for nationalism,
the symbolism of sport has assisted in the promotion of national identity. Games, such as

Australian football, are “nation-specific” and therefore play an important part within the

10



Australian culture. The idea of what a certain nation is, was, or should be is affected by different
sporting heroes and heroines, and changes in social, cultural, and political contexts. It has been
argued that to understand Australian sport, it must be placed in the contexts of racism,
colonisation, post-colonialism, as well as the portrayal, representation, and empowerment of
Indigenous players in Australia (Jarvie, 2003). For Indigenous Australians, sport has not only
been a path to acceptance and self-empowerment but also a place of intense resentment and
inequality (Hallinan & Judd, 2012; Maynard, 2012). The control and management of certain
aspects of Indigenous lives, as mentioned earlier, also applies to their participation in sport,
which has been marked by racist barriers and prejudice. Behind the high levels of institutional
and individual racism in Australian sport is the ideological framework of masculinity,
patriotism, and national identity, which are processes that sport plays a major role in. The
Australian identity that ruled the 20™ century was a heroic and masculine white Australian
(Maynard, 2012), a role still appreciated by many Australians as forming their national identity.
In contrast, Indigenous history and myths are seen as less important by Australians (Tranter &
Donaghue, 2014), and modern Australian discourses have neglected them (Adair, 2009). This

type of selective discourse serves the purpose of perceiving the nation as one (Elgenius, 2018).

Further, Indigenous Australians have hardly been relevant to the idea of what an ‘Australian’
represents (Mewett, 1999), and are therefore excluded and marginalized from the conception
of ‘Australianness’ (Austin & Fozdar, 2016). This is because they challenge the normative
cultural and social structures of a society dominated by white men, where white masculinity is
accepted (Kearney, 2012), and ‘whiteness’ is equal to success (Coyle, 2015). This marginalized
masculinity is played out in sports, such as Australian football, where the discourse includes
racial stereotypes of Indigenous players as ‘natural’ and ‘magical’ yet unsuitable for roles in
leadership and/or management (Hallinan & Judd, 2009a; Kearney, 2012). By referring to
traditions and historical circumstances, and using stereotypes of racial qualities and cultural
differences, the lack of representation and involvement is normalized in sites of power, such as
decision-making committees, and professional development and management teams
(Carrington & McDonald, 2001). Racial equality in sport is therefore prevented due to the lack
of recognition and understanding of the dominant white hegemony (Long & Hylton, 2002) and
the suppression and marginalization of groups, such as Indigenous Australians (Adair et al.,

2010). The next section describes this in relation to Australian football.
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2.3 The relationship between Australian football and Indigenous

Australians

There is a historical link between Australian football and Indigenous Australians. Several
researchers suggest the basis for Australian football to be the Indigenous game called ‘Marn-
grook’, while others argue that there is no evidence of this (Hallinan & Judd, 2012; Tatz, 2000).
Early historians have presented the game as an outcome of colonialism, with little or no mention
of Indigenous people, as it was considered a white Australian game (Hallinan & Judd, 2012).
The game begun in the state of Victoria during the gold-rush era of the 1850s (Coyle, 2015),
with the establishment of the Victorian Football League in 1897 (Tatz, 2000). The league
became a key institution of white Australian national identity, a reflection of the political and
social context of that time, which meant there was no place for Indigenous Australians (Hallinan
& Judd, 2009b). The name of the game changed to AFL in 1990 as it expanded across Australia
(Gorman et al., 2016b; HREOC, 2006). Some argue that this historical relationship between
Australian football and the Indigenous people makes research into the practice of race and
identity important (Coyle, 2015). Further, in 1995, the AFL introduced a Discrimination, Racial
and Religious vilification code, now called ‘Rule 35’, due to several acts of racial discrimination
against Indigenous players both on and off the field. These acts have often been racially
motivated and reflect the history of race relations between Indigenous and non-Indigenous
Australians (Gorman et al., 2016a). The code specifies that threatening, vilifying or insulting
actions or speeches directed towards another person based on their race, religion, colour,
descent or national or ethnic origin, ability/special ability and sexual orientation, preference or
identity are prohibited basis for vilification. The vilification framework applies to everyone
within the AFL industry (AFL, n.d.).

Furthermore, the AFL is responsible for the management and administration of the sport
(HREOC, 2006). It is a non-profit organisation that supports its 18 league clubs, seven state and
territory bodies, regional offices, community football staff, Auskick centres (children’s
program), and the community clubs and their teams, coaches and umpires (AFL, 2018;
HREOC, 2006). The AFL has broad national objectives and strategies for game development
spanning across six core areas, including participation, coaching and sports first aid, umpiring,

community development (such as multicultural programs) and Indigenous programs and events
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(HREOC, 2006). The programs targeting Indigenous Australians focus on outcomes of
engagement, talent and education. They aim to develop the football and leadership skills of
Indigenous participants, as well as exploring their cultural identity. Participants are educated
on the leadership curriculum of the AFL Indigenous Programs, which includes resilience,
decision making, communication and identity (AFL, 2017a). As part of its diversity
engagement talent programs, the AFL delivers a Diversity Coaching Academy for Indigenous
Australian and Multicultural participants (AFL, 2017b). The organisation is committed to
creating an inclusive industry and promoting change to society through its RAP program, which
also aims to develop and support the members (AFL Players Association (AFLPA), 2015).
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3.0 Previous research

Relevant previous research is presented in three parts, including the management of diversity
with focus on the unequal opportunities of ethnic minorities in the labour market, and the lack
of ethnic minority representation in sport leadership position. Specific focus is on the

representation of Indigenous Australians in the AFL.

3.1 Diversity management and unequal opportunities in the labour market

For an organisation to have an effective diversity management strategy it is suggested that good
human resource (HR) practices and procedures be in place for the organisation to reap the
positive outcomes. If organisations do not promote an equality climate, low organisational
performance and higher employee turnover may follow (Shen, Chanda, D’Netto, & Monga,
2009). It is important how this climate is created as it has been argued that most diversity
programs (in the US) fail. This is due to the same approaches being used since the 1960s by
organisations to reduce bias (Dobbin & Kalev, 2016). The tools that are not increasing diversity
include diversity training, hiring test and performance ratings, and grievance systems (Dobbin
& Kalev, 2016; Kalev et al., 2006; Benschop, Holgersson, van den Brink, & Wahl, 2015). The
aim of these tools have been to challenge managers’ thoughts and action; however, studies have
shown that these can have the opposite effect, i.e. activate bias. Instead, effective solutions
include engaging the managers in problem-solving, increasing their contact with minority
workers on the job, and increasing their desire to be open-minded. Successful interventions
suggested to increase diversity in organisations include targeted college recruitment, mentoring
programs, self-managed teams, and task forces (Dobbin & Kalev, 2016). However, others
suggest that addressing power is central to diversity practices, when done through exposure,
reflection and change in structures of privilege and disadvantage. If ignored, interventions, such
as mentoring, may perpetuate deeply rooted inequalities due to their emphasis on that which

diverse employees’ lack (Benschop et al., 2015).

Furthermore, a discussion on inequalities in organisations starts with the employers as they and
their agents possess the power to influence and determine the extent of these inequalities
(Bradley & Healy, 2008). This is in line with Acker’s (2006) notion of inequality regimes,
which states that class, gender, and racial inequalities are due to and maintained by the

interrelated processes, practices, and meanings within an organisation. As mentioned earlier,
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these inequality regimes are a reflection of society, politics, history, and culture. Bradley and
Healy (2008) argue that employers create the organisational culture through behavioural
standards, which they monitor and uphold through punishments and reinforcements. Their
research has revealed that, unless required to do so, employers are unlikely to challenge the
inequalities existing within their organisations, and even then, they take minimal steps. It was
concluded that although employers have good practice, they take limited action and should not
be seen as agents of transformation (Bradley & Healy, 2008). The agents who play an important
role in redirecting change toward increased diversity include organisational leaders and other
partners (Arenas et al., 2017). It is argued that HR managers are the change agents of inclusion
within organisations as they carry out the HRM practices and manage the discourse (Arenas et
al., 2017; Tatli & Ozbilgin, 2009). However, in a study exploring Australian managers’ (from
HR and other areas) understanding and attitudes to workplace diversity management, the
majority of managers were uncertain about their organisation having such a strategy or policies.
HR managers could not with certainty say what diversity management was about, support its
benefits or agree that it was important, despite being more aware and informed of its issues and
documented benefits. It was concluded that in Australian organisations, the understanding and
appreciation of diversity management is lacking and is not a business priority (Davis, Frolova
& Callahan, 2016). Others argue that the role of diversity managers and their actions, decisions,
and strategies be considered in relation to the context of social and organisational fields. For
example, the necessary resources are provided to diversity managers in organisations that are
inclusive, whereas organisations characterised by inequality regimes can place barriers on the
actions of managers. However, diversity managers also have a responsibility in understanding
and being aware of diversity issues and the structural inequalities and discrimination that may
exist in their organisation (Tatli & Ozbilgin, 2009).

Others suggest that a single focus on increasing diversity in the workforce is not enough. As a
human resource management (HRM) strategy, diversity management needs to include the
creation of an inclusive workplace climate in order to improve work outcomes (Mor Barak et
al., 2016). The self-esteem of employees in relation to their work has shown to be promoted in
inclusive environments and they are willing to work harder than required (Cottrill, Lopez &
Hoffman, 2014). Diverse and inclusive organisations are characterized by work practices that

are inclusive and outcomes that are related to diversity. Highlighted within the concept of
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inclusion is the employees’ involvement in processes of organisational decision-making, made
possible through broader initiatives by HR. However, research has shown that the practices of
diversity management may not change as an organisation moves from diversity to inclusion,
rather it is simply a change in language (Roberson, 2006). The organisational change process
tends to be slow and gradual and for there to be inclusion, policies need to be aligned with the
organisation’s broader values, strategy and priorities. Issues related to inclusion and
discrimination should be discussed in the process, which is done best through communication
that is open and effective. Most importantly, norms and values that have evolved slowly through
context, and historical disadvantages need to be challenged. In inclusive organisations
differences are valued, however the inclusion of minority or vulnerable groups is not something
most organisations have managed to do. This is despite having HRM policies on diversity and
making it one of the main strategies. The practices of HRM can exclude or include ethnic
minorities and therefore enable or reinforce discrimination. An organisation cannot be
considered inclusive if there is a lack of work opportunities and growing inequalities (Arenas
etal., 2017).

Further, a critical review of how diversity is managed through HRM in various countries found
certain features of HR diversity practices that stood out. One example is that minority
employees are often recruited for lower positions and provided with limited opportunities for
promotion, indicating that inequality and discrimination still exists. The review showed the
diversity practices were not valued, developed or used in effective ways, rather focus was
placed on complying with legislation, such as equal employment opportunity (Shen et al.,
2009). Employer attitudes to various ethnic minority groups in Australia have also been
examined to determine whether or not there is discrimination in hiring processes. In a field
experiment, attitudes to white Australians were compared with attitudes to minority groups,
such as Indigenous Australians. The white Australians received higher call-back rates than the
Indigenous Australians, indicating ethnic discrimination by employers (Booth et al., 2012). It
is well documented that ethnic minorities suffer from labour market exclusion more than the
white majority, including both economic inactivity and unemployment. For example, the
likelihood of Pakistanis, Bangladeshis and Black Africans being unemployed in the UK is three
to four times greater than the white population (Bradley & Healy, 2008; Heath & Cheung,

2006). The age, education and foreign birth of these minority groups are factors that cannot
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explain these differences. Labour market disadvantages of unemployment, earnings and
occupational attainment are also experienced by the second generation from certain ethnic
groups despite being born and accessing schooling. As previously mentioned, Heath & Cheung
(2006) refer to this ethnic disadvantage as ethnic penalties, with race as the underlying factor
behind the unequal treatment. Regarding occupational attainment within the private sector,
semi-routine and routine occupations were found to be where ethnic minorities are over-
represented, while they are under-represented in professional and managerial occupations
(Heath & Cheung, 2006). This is in line with research conducted in Australia, where Asian
migrants, regardless of educational level, experience several barriers to achieving a high income
and occupational status. The outcome is ethnic labour market segmentation and social
exclusion. They were also less likely than new migrants from Northern Europe to enter into
positions of professional or managerial positions with a high income. Attitudes of racial and
ethnic superiority may therefore be permeating Australian institutions and organisations as
there is a noticeable lack of ethnic minorities in leadership positions (Pietsch, 2017). These
findings reflect the ethnic penalty and ethnic hierarchy that Heath (2007) points out is similar
across countries. At the top of the hierarchy are North-West European groups and at the bottom
are non-European groups. Of all the ethnic groups in Australia, Indigenous Australians come at

the very bottom.

Furthermore, some have examined the extent to which diversity is implemented in sport
organisations, such as clubs. Findings show that, rather than a strategy response or policy
adaptation, the diversity work is unintentional and disorganised in the beginning. This is due to
a combination of pressures and processes, both external and internal, that the club responds to.
External policy drivers are less likely to pressure clubs into responding directly with diversity
practices, rather it is often due to an individual or a small group of people that the club takes
action and makes a commitment to work with diversity. These individuals perform behaviours
extra to their role in order to make the diversity initiatives succeed (Spaaij et al., 2018). Other
studies revealed that creating change in relation to diversity in sports clubs was reduced when
they were unsuccessful in efficiently ingraining it into the organisation’s structure
(Cunningham, 2007; Doherty, Fink, Inglis & Pastore, 2010). The next section delves deeper
into diversity and inequality within the sport sector.
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3.2 The under-representation of ethnic minorities in leadership positions

It is widely acknowledged that in all areas of social, economic and political life, ethnic minority
groups are under-represented in positions of leadership and other key decision-making roles.
Some of the mechanisms behind this have been outlined above, one being discrimination at the
individual, societal and organisational level (Bradbury, Amara, Garcia & Bairner, 2011;
Bradbury, 2013). Due to this, ethnic minorities are limited in their access to positions of
leadership, particularly in relation to decisions on hiring and promotion. They are
disadvantaged in the appointment of head coaching positions as they have to face stereotypes
regarding their leadership capabilities (Cook & Glass, 2013). Discrimination, stereotypes and
other issues regarding the under-representation of ethnic minorities and women in leadership
in sectors, such as sport, has been studied extensively in Western countries (e.g., Apoifis et al.,
2017; Bradbury, 2013; Cunningham, 2010). The sport sector has received attention regarding
its lack of ethnic minority representation in leadership positions, despite presenting itself as
being inclusive and diverse. Some have argued that it is worse than governmental or business
sector organisations (Bradbury, 2013). In terms of a social reality and a normative principle
(Spaaij, 2013), one of the most important issues this sector has to confront is diversity
(Cunningham & Fink, 2006). For over 20 years, academics, policy makers and practitioners
have devoted attention to diversity in sport (e.g., Adair et al., 2010; Cunningham & Fink, 2006;
Doherty & Chelladurai, 1999). The policy rhetoric of cultural diversity within sport
organisations emphasises the need to include people from ethnic backgrounds through the
creation of environments that are safe, welcoming and culturally appropriate (Spaaij, 2013). To
further these efforts of diversity, policies on equal opportunity and/or affirmative action have
been introduced by sport organisations (HREOC, 2006). However, the extent to which these
policies have been translated into sport management practice is questionable as the
marginalisation of ethnic minorities still exists (Adair et al. 2010; Cunningham, 2009; Spaaij,
2013).

Change can be difficult to create and sustain, particularly in relation to diversity as there needs
to be a transformation in culture. Unfortunately, within sport, the conduct and management has
been resistant to such change (Cunningham, 2009). One example includes European football,
where research has shown that at professional clubs or national federations, ethnic minorities

make up less than 1% of senior administrators and executive committee members (Bradbury et
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al., 2011). Despite making up 30% of the professional players in English football, ethnic
minorities only make up about 3.3% of the management and head coaching positions. Although
there has been an increase in the levels of ethnic minorities in senior coaching positions since
2014, this has largely been due to clubs having a history of hiring coaches from ethnic minority
backgrounds (Bradbury, 2017). Further, in one qualitative study using Critical Race Theory,
racial inequalities in sport organisations were maintained due to processes and practices
associated with whiteness and the institutions adopting three colour-blind ideologies. These
were diversity as inclusion, with diversity in participation being equated to inclusion;
meritocracy and agency, whereby inequalities were denied as merits and personal responsibility
were emphasised; and framing whiteness, whereby whiteness was the norm and its dominance

was not recognised (Rankin-Wright, Hylton & Norman, 2016).

Furthermore, ethnic minority players are impacted by racialized representations early on in their
careers through the practice of ‘stacking’ or over-representation (Hallinan et al., 2005; Spaaij
etal., 2015). The idea is similar to that of hierarchies in organisations, where the more dominant
positions are occupied by the white majority (Perchot, Mangin, Castel, & Lacassagne, 2015).
Stacking is when players are assigned to certain positions in a sports team, not based on their
performance but on attributes, such as speed and power, most often associated with race (Spaaij
et al., 2015). The aim is to determine the basis for the decisions behind which player qualities
that are associated with certain roles in sport games. This includes typical characteristics
associated with success, stereotypes associated with the attribution of skills to athletes, and skin
colour. This concept can therefore be used as an indicator of discrimination (Perchot et al.,
2015). More specifically, central positions in a game that require more leadership interaction
and decision-making impact tend to be occupied by white players, while peripheral positions
of the non-central or non-leadership type tend to be occupied by black players (Hallinan et al.,
2005; Perchot et al., 2015). Studies in Western countries have examined this concept and found
that in comparison to white players, ethnic minorities (most often Black players) are assigned
to positions that require more physical rather than mental ability (Bradbury, Van Sterkenburg,
& Mignon, 2016; Cunningham, 2010; Hallinan et al., 2005; Spaaij et al., 2015). This myth
serves to undermine the success of ethnic minority players as their achievements are reduced

to natural talent while the athletic success of white players becomes associated with hard work.
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They argue that this is a way for sport and societies in general to have social control and

maintain racial hierarchies (Spaaij et al., 2015).

Other mechanisms involved in ethnic minority under-representation in sport leadership
positions include access to professional and informal networks, which may increase their hiring
chances and advance their careers (Cook & Glass, 2013). This social capital is an important
resource in sport, however it tends to work in the interest of the powerful who use it to protect
and advance their interests against minority groups (Bourdieu, 1986, in Spaaij, 2012).
Exclusion from professional networks can have a negative impact on the social mobility of
ethnic minority professionals. One qualitative study found that in European football, ‘closed’
recruitment practices were used. This means using a pre-existing ‘knowledge bank’ of potential
candidates to target team managers and coaches, amongst other positions. This results in the
exclusion of minority populations as potential applicants if they are outside the football
industry’s dominant social and cultural networks. Networking is a method of coach recruitment
that professional football clubs in Europe rely heavily on. This is often based on key agents of
power, such as club owners and senior executives from within dominant white social and
cultural networks, providing their personal recommendations and support when senior coaching
staff is being appointed (Bradbury, 2013). Compared to other areas of the labour market where
approaches to equal opportunities have become more formalized, the methods of coach
recruitment that are traditionally networks-based in sports tend to be less transparent and
significantly different. Ethnic minorities (mainly Black) have expressed feeling overlooked as
potential applicants in these networking processes because there has been preference for
candidates from the dominant (white) social and cultural networks with less experience and
fewer qualifications. Also, players who occupy a team captain position become more ‘visible’
and ‘favourable’ as they have access to more personal contact and networking opportunities
with senior decision-makers at professional clubs. Drawing on Critical Race Theory, these
deeply racialised and dominant power relations position minority coaches as outside and
excluded from professional coaching environments, maintaining the under-representation of

minority coaches over time (Bradbury et al., 2016).

Similarly, the most important factor for sport club directors to ‘fast-track’ or accelerate elite

athletes into their first role as head coach was their ability to gain and maintain the respect of
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the players. The directors believed this to depend on personality, ‘habitus’ or socialised norms
(Bourdieu, 1990 in Blackett, Evans, & Piggott, 2017), and cultural fit. It therefore seems
essential to coach recruitment processes that players engage in considered specific ‘habitus’ or
social capital socialization. Another factor was the extent to which the prospective coaches had
the same or similar coaching philosophies and practices that were valued by the directors. Any
formal coaching qualifications were therefore not valued to the same extent as these factors.
Most importantly, the directors were white males and the findings showed that the athletes were
more favourable if they had a shared habitus with the directors (Blackett et al., 2017). Although
this study did not examine the lack of ethnic minority representation, it sheds further light on
the underlying mechanisms linked to under-representation, which in this case may be likened

to normative pressures.

3.3 Indigenous participation and representation in Australian football

With Indigenous football players far exceeding the national proportion of Indigenous
Australians, the AFL has been referred to as a ‘level playing field’ characterized by fairness
and opportunity (Hallinan et al., 2005). Despite the over-representation of Indigenous players
in the AFL, they are missing from other positions within the organisation, in particular
leadership positions, such as team or club management (Hallinan & Judd, 2009a). To illustrate,
only two out of 150 coaches are Indigenous, there are no Indigenous board members on the
clubs, and on the club executives, only one person is Indigenous. Apart from the players as
employees, there are approximately 1300 employees within the AFL, of which only five are
Indigenous (Mifsud, 2012). The over-representation of Indigenous Australians on the AFL’s
playing lists reflects the efforts on behalf of the organisation to increase the participation of
Indigenous players at the elite level. The sport organisation, motivated by reconciliation, has
publicly supported a positive relationship with Indigenous Australians, making them stand out
among national institutions (Hallinan & Judd, 2009a). However, these efforts together with the
aim to prevent racism through Rule 35 may remove attention from deeper structural inequalities
within the AFL. Ingrained in the everyday Australian life are stereotypes of racial difference,
making them the norm and basis for these structural inequalities (Hallinan, Bruce, & Coram,
1999; Hallinan et al., 2005). These stereotypes and racialized representations have an impact
on the perception of those who have the power to hire and promote ethnic minorities. Although

the participation of Indigenous footballers is seen as positive by recruiting managers and
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journalists, it is limited to playing roles and not positions of leadership or decision-making.
When asked about the reasons behind this lack of post-playing opportunity, managers provided
explanations of Indigenous ambition in line with race and racial difference. Historical racial
and cultural stereotypes have shaped the way people perceive the ability and inability of others
to perform certain jobs and this is manifested today in ways that are new and less obvious. This
results in an under-representation of Indigenous Australians in leadership positions (Hallinan
& Judd, 2009a).

Furthermore, stacking has been found to occur with Indigenous players as they are assigned to
certain field positions based on stereotypes. One Australian study examined position
assignments of Indigenous players in the AFL through the use of player lists and commentators’
descriptions of attributions and skills. In this way, the researchers were able to account for the
fluidity of the AFL’s field positions, categorized as central, non-central and non-starting. At the
time of the study, the AFL had 43 Indigenous players listed (6.4% of the total number of
players). They were found to be over-represented in non-central positions (66% compared to
38% non-Indigenous players), and under-represented in central positions (7% compared to 34%
non-Indigenous players). The non-central positions were characterized by speed, anticipation,
spontaneity and talent, while the central positions were characterized as most difficult,
dominating, crucial, and calm. Indigenous players were completely or mostly missing from the
central positions, which is in line with the racial stereotypes attributed to them as having ‘innate’
skills. However, and contrary to research from other countries, the non-starting
interchange/emergency positions were equally distributed between Indigenous and non-
Indigenous players. Another important finding was that never during the season were
Indigenous players assigned to play fullback, centre half-back or centre half-forward (all central
positions). This exclusion leaves Indigenous players at a greater disadvantage than black
athletes in other sports, who have not been totally excluded from certain field positions
(Hallinan et al., 1999).

In line with these findings are studies showing the ability and talents of Indigenous AFL players
to be reduced to racial and cultural determinants instead of traits, such as perseverance and
dedication (Apoifis et al., 2017; Hallinan & Judd, 2009b). In one study, the career experiences

of Indigenous coaches equated to feelings of exclusion from coaching positions at top-level due
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to their Aboriginal identity, as well as feelings of invisibility as the sporting organisations had
not recognised their talent and potential. Many of these experiences occurred within
organisations with targets for increasing the number of Aboriginal coaches, administrators and
managers (Apoifis et al., 2017). The career opportunities of Indigenous Australians are reduced
as a result of this ‘invisibility” (Stronach et al., 2014). This is due to discriminatory stereotypes
and racial and cultural prejudices of Indigenous players as great performers on the field but not
suitable for roles characterized by decision-making, management or leadership (Hallinan et al.,
2005; Hallinan & Judd, 2009a, Kearney, 2012). Judd (2010) argues that racial and cultural
discourse in Australian football aim to place limits and boundaries on the positions that
Indigenous Australians occupy. Through notions of anti-racism and reconciliation, the
participation of Indigenous players is promoted as being on equal terms as non-Indigenous
Australians, but what this type of discourse does is limit Indigenous participation to certain
roles. For example, the historical nationalist narratives dominated by stereotypes of Indigenous
Australians as ‘intellectually lacking’, ‘physical’, and ‘savage’ (Hallinan & Judd, 2009a), are
present in Australian football as they view Indigenous players as well-suited for the sport and
therefore actively encourage their participation. However, that participation does not extend to
roles that may indicate a real or imagined threat to the white Australian dominance. Through
this limitation, the divide between the white Australian and the black Australian is maintained
(Judd, 2010).
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4.0 Theoretical framing

The theoretical framing is outlined here to highlight central concepts that have guided this
study. In order to understand the mechanisms underlying the under-representation of
Indigenous Australians in leadership positions, it is central to consider the institution of
Australian football at the outset. Institutional Theory and Critical Race Theory have aided the
examination of practices and processes of diversity within the organisations, and the existing
hindrances that may provide a greater understanding of the lack of representation. Central to
this study are related concepts, such as discrimination on the grounds of ethnic penalties. Drawn
from these theories are central aspects to be able to understand the under-representation in this
case. The ways in which the theoretical framing of this study is further developed is discussed
in the subsequent section in relation to the Grounded Theory (GT) and abductive approach used

here.

4.1 Institutional Theory

Institutions influence the way organisations are managed and constitute a central part of
Institutional Theory, which highlights the social structures made up of regulative, normative
and cultural-cognitive elements that create meaning and stability through certain social
activities and material resources. Institutions decide what behaviour is acceptable and
unacceptable by imposing restrictions through the legal, moral, and cultural boundaries that
they define. Activities and actors can also be supported and enabled by institutions. There are
three institutional pillars; regulative (e.g., laws and regulations), normative (e.g., social and
professional norms) and cultural-cognitive (e.g., cultures and ethics). In order to gain
legitimacy (i.e. the acceptance and approval of internal and external stakeholders),
organisations wish to conform to three pressures exerted from these institutions. These
pressures are coercive (stemming from societal expectations and organisational
interdependence), normative (stemming from professionalization), and mimetic (stemming
from environmental uncertainty). The processes whereby organisational forms and behaviours
that are socially appropriate become assumptive is called “institutionalisation”. Also,
organisations engage in ceremonial structural conformity, which implies the changes they make
in their formal structures to show that they conform to the pressures while the actual internal

activities and behaviours do not conform (Scott, 2014). Institutional Theory highlights the need
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to examine whether adopted formal policies and practices are decoupled from being

implemented in daily organisational activities (Tolbert & Castilla, 2017).

The outcomes of these institutional pressures can be illustrated in relation to organisations. For
example, the adoption of diversity management practices due to coercive pressures from
government regulation and legislation include government programs, such as affirmative action
and employment equity programs (Kelly & Dobbin, 1998; Klarsfeld, 2009). Organisational
practices and policies, such as hiring discrimination, are affected by coercive pressures,
whereby organisations do not discriminate in order to gain legitimacy (Harcourt, Lam, &
Harcourt, 2005). Other practices, such as formalized staffing systems, are developed due to
these pressures to reduce discrimination in compensation, promotions, and career advancement
(Dabbin, Sutton, Meyer, & Scott, 1993; Konrad & Linnehan, 1995). When these pressures are
exerted in similar ways upon organisations within the same field the result tends to be that
similar sets of administrative structures are developed. The consequence is therefore
organisational homogeneity (Scott, 2014). Regarding mimetic pressures, the extent to which
organisations will replicate the effective practices of other organisations depend on the
ambiguity of their goals or the amount of environmental uncertainty they experience. It can
therefore be argued that sport organisations are likely to be influenced by the diversity efforts
of legitimate or successful organisations. In relation to normative pressures, models, structures,
and practices of organisations are similar due to the similarities in the educational and

professional experiences of the managers (DiMaggio & Powell, 1983).

With reference to the Australian football institution, it is essential to consider that nationalism
and national identity can be understood as contributing towards a normative system, in which
norms and values, and their associated rules, introduce an aspect into social life that is enforced,
narrow, and evaluative. This includes social norms that a group of people in one nation share
an understanding of and conform to (Miller, 1995). Therefore, constraints on social behaviour
are imposed by nationalised systems that also grant rights and privileges. Nationalism can also
be associated with the regulative pillar as nations use naturalisation laws and rules to create
national belonging and social cohesion (Jensen, Fernandez, & Brochmann, 2017). It also
extends to the cultural-cognitive pillar as expressions and symbols of culture within

independent states are standardised, which leads to an understanding of who is or is not a
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member of the nation (Elgenius, 2011, 2018). One can argue that as Indigenous people
historically have not been considered ‘Australian’ (Mewett, 1999), they may not be considered
members of Australian institutions, such as the AFL. Therefore, the national identity aspects
inherent in the Australian football institution must be considered as a central part of the
institutional factors likely to perpetuate the under-representation of Indigenous Australians in

leadership positions.

Furthermore, if the assumed way of doing things are the traditional people management
practices, then they have become institutionalised. This could explain why organisations
experience barriers to change as they try to develop more effective approaches to manage
diversity (Yang & Konrad, 2011). By continuing to follow institutionalised activities,
organisational practices become more fixed and maintained. This means that certain behaviours
will be considered normative by new members who enter as they socialize and learn the
language of the organisation (Cunningham, 2010). In relation to sport, one of the many
institutionalised practices and of special relevance for this study is racism (Long, Robinson &
Spracklen, 2005), acting as a barrier for ethnic minorities to reach coaching and administrative
positions (Cunningham, 2010). Further, some suggest that to identify whether the diversity
management practices of an organisation are ceremonial or not, qualitative research is the most
useful. Narrow diversity management practices that are separated from other organisational
systems and processes in their implementation are suggested to be ceremonial. It is not
ceremonial however, when there is an integration between the diversity management practices
and the organisational subsystems. Institutional Theory can therefore be used to understand
what diversity management practices an organisation adopts and how they come to decide on
certain practices, what norms are developed for diversity management, and whether the

practices have been ceremonial (Yang & Konrad, 2011).

4.2 Critical Race Theory and Institutional Racism

Critical Race Theory was introduced in the late 1970s and early 1980s as a response to critical
legal studies and radical developments in education in the US. The theory has, and continues,
to highlight the racism that exists in society and its institutions, such as sport (Houh, 2012;
Hylton, 2010; Singer, 2005). The ways in which racism works can vary and include

institutionalised practices, such as foundations within leading administrative structures of sport
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that are racialised (Hylton, 2010; Long & Hylton, 2002), or “institutional speech acts” which
are symbolic anti-racism commitments (Ahmed, 2006, pg. 104). It has been suggested that
Critical Race Theory and qualitative research techniques preferably be used for research issues,
such as the one in focus for this study, i.e. the lack of diversity within leadership and
management positions in sport and sport organisations (Singer, 2005). It is an effective
framework highlighting and challenging the foundations of racism discussed in terms of skin-
colour and privilege, that is the ‘whiteness’ of the majority juxtaposed to the disadvantage and
‘blackness’ of the minority. The term ‘whiteness’ is used in Critical Race Theory to describe
the processes and privileges associated with this, rather than the social constructing of whiteness
or white people. Thus, the theory is useful in examining social policy and established practices
by acknowledging the marginalized voices and confronting the assumed or alleged ‘race-
neutrality’ (Hylton, 2010), referring to the appearance of neutrality in laws and discourse when
it is in fact ingrained by ‘whiteness’ (Brown & Jackson, 2013). For example, the racial
discrimination, oppression and domination that has existed historically in sport are institutional

arrangements and practices confronted by Critical Race Theory (Hylton, 2010).

Further, the previous sections have identified institutional racism and the processes, practices
and outcomes of it, which Critical Race Theory puts into context by examining underlying
mechanisms. Ingrained within senior organisational levels in sport is the invisible, central and
normative white hegemony (Bradbury, 2013; Bradbury et al., 2016). Due to this powerful
position, dominant organisations and institutions do not refer to their practices as creating,
shaping and maintaining the lack of minority representation in coaching and leadership
positions. Rather they shift focus to wider societal exclusions or to the cultural characteristics
of minority groups, which tend to be negatively attributed (Bradbury et al., 2016). These power
relations that are racialized and deeply ingrained, reproduce and perpetuate more forms of
institutional racism and do not challenge or change the dominant white hegemonic structures
within sport (Hylton, 2010; Long & Hylton, 2002). Furthermore, by focusing on sport
organisations and the activities of managers, the role of policy development and HRM
structures and practices can be questioned in regard to the extent which they perpetuate and
contribute to the issues faced by sport managers (Frisby, 2005). By building on the Critical
Race Theory framework in this study, the dominant structures described above can be

identified, analysed and changed. The theory will allow for a greater understanding of the
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practices and processes impacting on the career opportunities of Indigenous players in
Australian football, and the changes that need to be done to improve their social conditions
(Singer, 2005).

The framework of Critical Race Theory is based on five principles. The first principle states
that racism is not rare but rather inherent in societies’ institutions, processes and practices.
Racial projects are therefore integral to societies’ institutions through ideas that nurture
difference and exclusion on the grounds of perceived physical and intellectual abilities, as in
this case of sport coaches. These projects can be both behavioural and discursive, covert and
explicit, exist on multiple levels (individual, institutional and societal) and occur from habit or
be improvised. The second principle states that dominant ideologies of colour-blindness,
objectivity, meritocracy, ‘race-neutrality’ and equal opportunity should be challenged. The
third principle represents the core goals of the theory, which are social justice and
transformation. The aim is to have racialized power relations disrupted and transformed in a
positive way. The fourth principle is giving space and time to hear the voices of those who are
marginalized. Finally, Critical Race Theory is transdisciplinary, which means it draws from

many disciplines and contexts (Hylton, 2010).

To illustrate these principles, directly excluding ethnic minorities from leadership roles is one
example of a process that influences racial relations and can therefore be identified as a racial
project (Hallinan & Judd, 2009a; Hylton, 2010). The nature of these projects makes them
challenging, which is why the core business of sport should include anti-racism (Hylton, 2010).
To achieve this, sport organisations need to be aware of race and the dominance of whiteness.
To notice racial discrimination or a lack of diversity in the organisation, the ability to mention
race and ethnicity is necessary in discussions about groups that are under-represented.
Illustrating the second principle are dominant ideologies present in sport organisations when
meritocracy, individual choice and personal responsibility are used as justifications for the lack
of diversity in sport coaching. This includes when progressing in and gaining access to
qualifications of sport and coaching are justified as being open to all. Through these responses,
sport organisations do not accept their responsibility in creating and maintaining racial
inequalities and exclusion (Rankin-Wright et al., 2016). Regarding the third principle, in sport,

colour-blind approaches may deny that the under-representation of ethnic minorities is a
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problem. This is why it is important for policy and practice not to be blind to racialized relations
(Hylton, 2010). For example, sport organisations sometimes associate diversity with inclusion.
In other words, the number of ethnic minority groups as participants and coaches are used as
evidence to represent equality and inclusiveness, thereby denying the existence of racial
inequalities (Rankin-Wright et al., 2016). The fourth principle is addressed by naming realities
through narratives, storytelling and counter-storytelling, allowing for a deeper understanding
of the complex lives, experiences and histories of minority groups. The last principle indicates
that Critical Race Theory can be used in conjunction with other theories, such as Institutional
Theory (Hylton, 2010).

4.3 Combining theoretical tools

The theories mentioned above, Institutional Theory and Critical Race Theory, provide central
complements to each other and may be merged in useful ways for this study. The three pillars
of Institutional Theory (regulative, normative, and cultural-cognitive) are noticeable in the
national institution of the AFL and can be related to some of the disciplines of Critical Race
Theory. In both historic and contemporary Critical Race Theory, the regulative pillar has been
a reason for its development as it directs criticism toward inequalities existing within
institutions, such as legal and educational systems. Institutional Theory can point to the
antecedents and outcomes of diversity management, and relevant to diversity are the concepts
of ethnicity, race, and minority, which Critical Race Theory focuses on within the context of
institutions. One example of this is when conforming to pressures to stay legitimate means that
dominant ideologies are adopted as a way to avoid and deny the existence of structural
inequalities. Both theories are lacking a direct focus on the role of nationalism and the majority
national identity as contributing towards institutions and racial hierarchies that contribute

towards the disadvantage of ethnic and racial minorities.

This study will therefore make use of two central concepts that will help bridge these theories,
institutional racism and ethnic penalty. For instance, Institutional Theory has traditionally not
explored the outcomes for ethnic and racial minorities, which is crucial in reproducing historical
disadvantages in the contemporary period. Critical Race Theory helps to alert us to such
reproduction. Moreover, the insight added through the conceptualisation of ‘ethnic penalties’,

as discussed by Heath and Cheung (2006) and others, demonstrate the role of discrimination in
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Western labour market in relation to ethnic and racial hierarchies within. Thus, discrimination
is produced and reproduced within all pillars of institutions and needs to be brought forward
more clearly. Discrimination can, for example exist within the law and be negotiated in different
ways, such as othering, stigmatisation, excluding by default, marginalisation, as well as other
ways in which under-representation is not dealt with hands on. Having said this, this study does
not set out to analyse the discrimination within the pillars of Institutional Theory as such, rather

to add towards these theoretical analyses through a grounded theory approach.
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5.0 Method

This qualitative study has the ambition to develop the theoretical framework and had therefore
adopted a grounded theory approach. This process, ethical considerations, and trustworthiness

are presented here.

5.1 Rationale for the qualitative research design

The aim of this study was to identify and investigate the diversity policies, practices, and
strategies used by clubs and organisations within Australian football, to come to terms with the
lack of Indigenous representation in leadership positions. To meet this aim, the views and
experiences of individuals need to be captured and understood, which is possible by studying
the phenomenon in-depth. The individuals being studied were therefore the basis for a
qualitative method and to understand and interpret their perspective of reality was the focus
(Bryman, 2012; Hakim, 2000). Also, the phenomenon can be examined within its context as a
qualitative method emphasises an understanding of the individual’s social behaviour in their
environment, i.e., institutions (Bryman, 2012). Another advantage of this method is that an
open-ended and in-depth exploration is provided about matters individuals have substantial
experience and insight in (Charmaz, 2014). Thus, in order to gain a deeper understanding of
individual experiences and attitudes, a qualitative design is necessary. Further, in qualitative
research, the number of people to interview is not easily calculated as there is no single formula
or criterion to adopt (Luborsky & Rubenstein, 1995). Compared to quantitative research, the
sampling sizes in qualitative research tend to be smaller as the data collection is purposive.
Thus, one of the criticisms is that findings are not generalizable (Hakim, 2000). Yet, there are
qualitative approaches with theoretical ambitions (Bryman, 2012, Charmaz 2014), which this

study has.

5.2 Collaborations

This study was conducted in collaboration with Dr Justine Ferrer and Dr Paul Turner at Deakin
University in Australia and some adaptions to their project has been necessary. Their project is
currently titled ‘HRM policy view of career inclusion and diversity in the AFL’. Their study
aims to gain insight into the AFL’s current diversity and inclusion efforts in the context of
career development. More specifically, they aim for a deeper understanding of the league’s

efforts to promote career opportunities of players with diverse backgrounds. One limitation of
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this collaboration was the ethical restrictions placed on the study that made is less possible to
ask certain questions relevant to this study (more information provided in the discussion).
However, being part of their project has been crucial for the data collection of this study as
ethics approval was already in place and the authority of a local university provided easier
access to respondents. The researchers’ knowledge of AFL and HRM in Australia also provided
insight. To compensate, a very active role was taken in finding respondents by contacting them
via email and/or phone, making regular follow-ups, booking interviews, and corresponding
with the researchers. The researchers were also offered assistance if they required it for the

project to move forward, and a small gift was provided.

5.3 Grounded theory process

A GT approach is appropriate when examining the bigger picture and ‘what is really going on’
with the data, as is the theoretical sampling and ambitions (see below). It is useful in research
addressing social processes, hidden populations, topics that need theorising, and social issues
and policies. The methods of this approach are useful in providing a frame and guidelines for
conducting a qualitative research design. The GT process tends to be non-linear and Charmaz
(2014) presents guidelines that form the research process and the researcher can adopt and adapt
these in ways that will suit their study. One method is the simultaneous process of data
collection and analysis, meaning that the analysis is conducted in parallel to the collection. This
also allows for theoretical sampling. The method of data analysis includes analysing the actions
and processes of the respondents through coding, which is crucial. During coding, the data is
broken down into smaller parts to make sense of what is happening in the data. This is
conducted through different steps, beginning with initial coding and followed by focused
coding. In initial coding, the researcher stays close to the data and codes the data with action
words, and in focused coding, the initial codes are examined to determine what they imply and
to make sense of large parts of data. Comparative methods are used throughout these steps,
which means that both similar and dissimilar data are compared to each other. This allows the
data to be viewed in different analytic ways, so theory can emerge. Labels are assigned to the
codes that conceptualise the data on an abstract level and act as a link to the emerging theory
that explains the data. The codes are then referred to as categories. Throughout data collection
and analysis, the researcher writes memos, which include any insights or thoughts about the

case and the categories. Central to the GT approach is theoretical sampling, which is used as a
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guide and to elaborate and refine the categories when it is difficult to know which categories
will emerge. Initial sampling is a way to get started by establishing criteria for people, however
questions or gaps may develop during the research process that lead the researcher to collect
other data to fill the gaps and clarify any uncertainties. It is through abductive reasoning that
the researcher is led to theoretical sampling, which differentiates GT and gives it strength. As
the researcher interprets the findings and discover they are puzzling and difficult to explain,
more data is gathered to provide possible theoretical explanations. Theoretical sampling can
also be used to ‘saturate’ the categories, which in GT refers to a good understanding of the

concepts in the emerging theory and the extent to which they can be supported by the data.

5.4 Initial sampling

As the purpose of this study was to examine managers’ work on diversity, participants were
selected through purposive sampling. The aim was to recruit managers from clubs and
organisations within Australian football who work within the HRM area and are involved in
the organisations’ policy development. The Australian football industry gives these managers
various titles, such as People and Culture, Community, Welfare, or Development (see table 1).
A list of possible interviewees was created based on employee information (e.g., work email)
provided on the websites of football organisations and clubs. Initial contact was made via email
(Appendix 1) with people identified as relevant based on their area of work within the
organisation. The email included information about the purpose of the study, how it would be
conducted, and contact information to the researchers. It also included an invitation to
participate or to refer someone who they thought would be more appropriate. A snowballing
technique was therefore used to find respondents. Follow up calls were made if there was no
reply after this initial contact. If the reply was positive, contact was made via telephone to
arrange for a meeting. Table 1 below presents the total number of respondents interviewed in

each role, and titles and descriptions of the respondents’ positions.
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Table 1. Sample frame of Interviewees

Number of Position title Description of role
respondents
1 Player Works with players’ career and personal development.
Development, Responsible for supporting players in managing their
Career and careers on and off the field. Reports to the Player
Education Development Manager and football operations
Coordinator department.
1 HR Manager Works closely with Player Welfare and Development
Manager. Responsible for the HR component that
affects the football department staff. Reports to the
Chief Finance Officer.
2 Player Welfare and | Works with players’ welfare and career development.
Development Responsible for supporting players in managing their
Manager careers on and off the field. Reports to the General
Manager of Football and the Risk Manager.
1 Indigenous Projects Works together with the Player Welfare and
Officer Development Manager as a point of contact for
Indigenous players.
Responsible for having contacts within the Indigenous
communities and for supporting Indigenous players.
Reports to the Player Welfare and Development
Manager.
1 General Manager Works strategically with internal and external
People, Culture, diversity. Responsible for leading and directing
Community, the HR department in their administration and
Diversity and diversity work. Reports to the Chief Executive
Inclusion Officer.
1 People and Works within the HR department. Responsible for
Development looking after and advising employees and some
Advisor overlap with player development. Reports to the Head
of People and Strategy.
1 General Manager Oversees the league’s program, which encompasses
Victorian Football | all staff. Responsible for overseeing the agenda and
League and Player | strategy for player development within the league and
Engagement within one AFL club. Reports to the General Manager
Strategy Manager of Football.
1 Head of Personal Works in the management department and on an
Excellence and executive level. Responsible for player well-being,
Wellbeing personal excellence and development both on and off
the field. Reports to the General Manager of Football.
1 State Indigenous | Works with providing programmes that engage people

and Multicultural
Engagement
Manager

from Indigenous, multicultural, and disability
backgrounds to play Australian football. Responsible
for driving diversity and inclusion through to AFL
clubs within the state.
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5.5 Initial interviews

Eight semi-structured and open-ended interviews were conducted with 10 respondents from six
AFL clubs and one AFL state organisation located in various parts of Australia. The cities
cannot be mentioned here as that could reveal which clubs that participated. No demographics
were collected as per the ethical guidelines of the study and to avoid traceability of the
respondents. Labels have not been used for the respondents as it was not important to this study
who said what. As this study was part of a collaboration with other researchers, half of the
interviews were held by two interviewers and the other half were held by one interviewer. This
was determined based on who was available to conduct the interview. Two of the interviews
were conducted with two respondents present at the same time. The interviews lasted between
55 and 75 minutes and were conducted face-to-face on-site at the respondents’ place of work
or a café close to their workplace. The respondents were given the option to suggest which
setting they found most comfortable to have the interview in. An interview guide (Appendix 2)
was used to make sure certain themes were addressed and to establish a sense of direction and
purpose (Saunders, Lewis & Thornhill, 2009). Questions were constructed in a way that
facilitated natural discussion rather than short answers, and probing questions were used in
order to gain in-depth data. The questions were revised to reflect the job role of the respondent,
for example if the respondent had a position within player development, the questions would
reflect their position. Due to the nature of the questions and the discussion that could arise, the
interviews were audio-recorded (Saunders et al.), after consent was given from the respondents.
The respondent was reassured of their anonymity and informed of how the data would be used.
The recordings were transcribed before the data analysis process and if necessary, where edited

with the content in mind.

5.6 Theoretical sampling

Theoretical sampling was conducted to further strengthen the data collected from the interviews
and to saturate the categories from the data analysis of the interviews, i.e., to answer the research
question. The interviews provided the perspective of those responsible for implementing
policies and plans in the organisations. Missing from this perspective were documents
supporting the implementation of diversity management practices, as well as the perspective of
those subjected to this implementation, i.e. the AFL players. This led to the collection of four

organisational documents, which included plans and policies, and five online news articles of
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Indigenous players published in the mainstream media (see table 2). The organisational
documents relate to diversity and were found on the websites of the AFL and the AFLPA. These
organisations were chosen as they inform affiliated clubs and organisations about policies and
procedures in areas, such as diversity and inclusion (as expressed by respondents). In search of
the AFL’s diversity policy online, one is referred to their vilification framework and policy,
which were found to be important and relevant. The AFLPA is the organisation that represents
all of the elite AFL players and provides recommendations on how to support players through
their careers. Their RAP and best practice guidelines are specific to Indigenous players. The
online news articles were found through the search engine Google. Words and sentences used
in the search were for example ‘interviews with Indigenous AFL players’ and ‘systemic racism
in the AFL’. These articles were used to gain an understanding of the players’ perspective,
particularly those of Indigenous and other ethnic backgrounds, which would otherwise have
been hard to come by. Both the documents and the online news articles assisted in answering
the research questions of how diversity is managed within the AFL industry and what hinders
Indigenous players from reaching leadership positions. The documents were used to compare

what was said in the interviews to what was written in the discourse.

Table 2. Sample frame of Organisational Documents and Online Articles

Title Type Description
Reconciliation Action Plan Action Plan Outlines a plan to close the gap
(AFLPA, 2015) between Indigenous and non-
Indigenous Australians.
Many Stories, One Goal Plan Best Outlines best practice guidelines for
Supporting Indigenous Practice supporting Indigenous players in
Footballers (AFLPA, 2016) Guidelines their AFL careers within all areas of
the AFL industry.
Vilification Framework (AFL, Framework Outlines the AFL’s approach to
n.d.) Rule 35 vilification.
National Vilification and Policy Rule 35 | Outlines how matters of vilification

Discrimination Policy (AFL,

or discrimination are resolved within

2013) the AFL.
An open letter to the football Online Article | A letter to the football community
community about racial vilification towards AFL

(AFLPA Indigenous Advisory
Board, 2017)

players.

Indigenous AFL legend Adam Online The personal experiences of one of
Goodes: ‘Growing up, I knew | Newspaper AFL’s most well-known Indigenous
was different’ Article players.

(Guardian sport, 2016)
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Nathan Buckley confrontation Online Highlights a documentary called
was the final straw for Heritier Newspaper ‘Fair Game’ that follows the
Lumumba (Wilson, 2017) Article experiences of a multicultural player
within the AFL.
Racism, recognition and Online An interview with an Indigenous
reconciliation in AFL: A young Newspaper | AFL captain’s and his perspective on
player’s perspective (Rigby, Article racism within football.
2017)
Heritier Lumumba hits out: ‘The Online An interview with an ex-AFL player
AFL is incompetent in dealing Newspaper and his experiences of racism within
with racism’ Article football.
(Little, 2017)

5.7 Data analysis

A grounded theory method was used to analyse the data with help of computer software
program NVivo. The first step of analysis included the initial line-by-line coding of the
interview transcripts conducted for this project, the organisational documents, and online news
articles. The focus for this analysis was to identify actions, processes, and hidden assumptions
in the discourse. This initial coding allowed for the identification of gaps in existing theory and
data, which was part of the process. The meanings of the initial codes were assessed and
compared to each other and to the data to determine their analytical value. This resulted in
focused codes of a more conceptual character that synthesised larger parts of the data. These
main codes were further analysed by examining the connections between them, which led to
one main code standing out as encapsulating the rest namely that of ‘avoiding under-
representation’. This was therefore elevated to a category and constituted the basis for the
theoretical sampling. Theoretical sampling was thus used to understand this category better,
and yielded further data to be collected, i.e., organisational documents and online news articles.
Figure 1 below will illustrate the category, its main codes, and sub-codes. Memos were also
written throughout the processes of data collection and analysis. The process assigning codes
to segments of data, comparing codes, analysing their meanings, and defining the links between
them led to further ideas, questions and thoughts about the phenomenon of underrepresentation
in its whole. This type of thorough engagement and interaction with the data is something that
Charmaz (2014) highly recommends. It is also these memos that are used to present the findings
of this thesis. Note that due to the nonlinearity of GT, particular steps cannot be specified as

data collection and analysis were conducted simultaneously.
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5.8 Ethical considerations

Several ethical considerations where considered for this study informed by principles of non-
disclosure, anonymity and informed consent. Respondents may adjust their answers if they find
certain questions to be personal and sensitive. It was therefore important to establish informed
consent, to be clear about the confidentiality and to use introductory questions in the beginning
of the interview. Informing the respondents of their right to deny any question and to stop the
interview also reduced this risk. A second consideration was the interview setting as some
respondents may not feel as comfortable answering questions at their place of work or in a loud
and open location. Place of interview was therefore determined by the respondent as it was
essential that they feel comfortable and relaxed. A third consideration was to ensure no harm
was done to the respondents, which has mainly been reduced by using pseudonyms to maintain
confidentiality. Finally, an important ethical consideration relevant to the Australian setting is
the sensitivity associated with asking questions about Indigenous groups, particularly when
speaking about them rather than with them. Therefore, due to the ethical restrictions placed on
the research project of the collaborators, the questions surrounding Indigenous players were
minimal. However, probing questions were used if the respondents got engaged in the topic and

a combination of data was collected to account for this.

5.9 Trustworthiness

The issue of data quality was chosen to be addressed by trustworthiness, an approach that
Bryman (2012) highlights. There are four criteria of trustworthiness, such as credibility,
transferability, dependability, and confirmability that will be addressed here to indicate the
quality of this study. The first criterion, credibility, refers to the extent to which the researcher’s
accounts are consistent with the findings. This study was carried out according to good research
practice by ensuring confidentiality and anonymity by recording and transcribing the
interviews. The transcriptions were coded and corresponded to the respondent, and care was
taken as to not reveal the respondents when using quotations by paying careful attention to
words that could expose them. The second criterion, transferability, refers to the extent to which
the findings can be generalised to other settings. Transferability is difficult due to the small
sample of this study. However, what can be transferred beyond the current case are the findings
that the inequity experience of particular groups and the inefficiency of diversity practices of

HR both contribute to the reproduction of disadvantage. The third criterion, dependability,
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refers to the extent to which the conclusions of the study can be justified. In this study, the level
of dependability is determined by its credibility and transferability. Finally, confirmability,
refers to the extent to which the researcher has been objective in their approach to the study and
its findings. The awareness of preconceptions is acknowledged in the limitations, which are
outlined in the discussion. Also, the method of this study has been described to its fullest detail

as to not leave anything out for imagination.
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6.0 Empirical findings and analysis

The findings here build on the analyses of data collection as presented above (interviews with
managers, organisational documents, and a mixture of online news articles published in the
mainstream media about the experiences of Indigenous players). The category, main codes and
sub-codes that emerged through the grounded theory analysis provides a framework below (see
figure 1), and quotations will be used to illustrate and explain their meanings. The findings will
be analysed in relation to previous research and theory pointing towards elements that are not
explained by this. Moreover, contradictions in the respondents’ interviews were found to be
illuminating and will also be presented below to give context and a deeper understanding of

each category.

Figure 1. Mechanisms contributing to under-representation.

Avoiding under-
representation
i
Claiming equality for all Legitimising practices Silencing
Caring as duty Assuming climate Improving the Image-making Diverting attention Exercising
of inclusion brand internal control

6.1 Claiming equality for all

This main code developed thorough the GT coding refers to the equality that the clubs claim to
exist for their players. What emerged were two sub-codes that indicate the organisations’ care
for their players through the management of the AFL players’ career development during their
football careers, and the career opportunities that are available and equal to the players. Caring
as duty reflects the expectation placed on the organisation to care for their players, such as
actively working with their career development plan. Assuming climate of inclusion reflects the

claims made by the managers that career opportunities are open to all and the players can choose
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whichever career they like off the football field. These codes reflect the avoidance of under-
representation as the managers of the organisations believe the players to be treated fairly, thus

being blind to discrimination and inequality.

6.1.1 Caring as duty
Several respondents, who either work directly or indirectly with the career development of
players, expressed ‘duty of care’. This involves a career planning process and the
implementation of an individualized action plan developed together with the player. The plan
outlines the player’s development areas, both on a personal and professional basis. This process
was consistent across the organisations. Emphasised in the players’ career development is their
engagement in activities outside the football field, which was conveyed as important for both
the player and the organisation. The respondents expressed a sense of responsibility in easing
the players transition from football to the rest of the labour market by engaging them in other
activities to help them “...move out of the extreme world of football and into the real world.”
However, whether a career development plan was always initiated, or mandatory was unclear,
and respondents provided different answers. Some expressed that “/t’s not compulsory, but
everyone’s got a development plan.” Another expressed that it is mandatory in regard to the
players’ football careers but not in regard to off-field careers. One can argue the importance of
this in the case of under-representation as Indigenous players without career development plans
or plans without focus on developing leadership skills is a way to maintain the status quo.

Further, the respondents also expressed the club’s incentive to invest in player development;

“...they're (the AFL) basically just setting a benchmark of what you need to pick up on,
but they also have a pool of money that they can give the club if they feel that a club is
doing good things in player development. They might fund some of your programs if
you're seen to be making some good inroads and genuinely putting time into your player

development...”

Others described the pressure from governing AFL organisations to implement strategies

around the career development of players;

“So certainly, from an industry of point of view at the moment they re the ones that are

pushing us along saying we want you to continue, we want you to have a strategic plan,
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we want you guys to have an advisory committee across your club that sort of can help

you in this area as well.”

Another respondent explained why the duty of care is important to their club; “But it’s really
important for us to have those poster boys as well because we re trying to make sure that our
player development strategy is actually a competitive advantage as well.” An underlying reason
for the duty of care was also expressed; “...clubs are understanding that in order to keep the
players and keep them performing well you need to care for them.” While another questioned
the extent to which clubs actually care about their players; “I see all of these AFL clubs, they
have all of their values as care, (club name) have got it, (club name) have got it, well what does
care mean? You know, do you really care about your athletes?”. Although the AFL highlights
duty of care as one of their obligations in their vilification framework to make sure that no one
within the industry is harmed, the voices of former and present players tell a different story.
They urge for more to be done as they direct attention to the support that is missing when

Indigenous and other ethnic minority players are subjected to racial discrimination;

“We also need to support players out there when it does happen.” — Guardian sport
(2016)

“Unless the industry, and society for that matter, can show greater respect for diversity
then we risk losing the next (names of some Indigenous players)...” — AFLPA Indigenous
Advisory Board (2017)

Thus, in line with Institutional Theory, some of the organisations are governed by institutional
pressures to deliver career development to the players. The governing organisations within the
AFL industry act upon the clubs and state organisations by exerting formal and informal
pressures on them. As those clubs are dependent on the governing bodies and the cultural
expectations within the AFL industry, they will engage in coercive isomorphism. This seems
the case with the pressure to develop a career development strategy. Some clubs also want to
increase their institutional legitimacy by using their career development strategy as a
competitive advantage. This means they do not only compete for social and economic fitness
but also for resources and prestige that will attract more players. The result of this is

homogenisation, whereby clubs aim to match the benefits and services of other clubs
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(DiMaggio & Powell, 1983). This highlights both a normative and a cultural-cognitive system
(Scott, 2014). However, there may also be an aspect of nationalism here that Critical Race
Theory and Institutional Theory do not consider, which is related to the ‘poster boys’ that some
clubs want to use. Who the organisations aim to include is interesting as the Australian national
identity has historically been associated with whiteness (Maynard, 2012). Further, based on the
criticism towards the AFL’s care and support and in line with Critical Race Theory, to include
‘duty of care’ as an organisational value or in a policy is no more than a symbolic act.
Behavioural change is required in order for the organisation’s anti-racism to be considered a
practical act (Hylton, 2010).

6.1.2 Assuming climate of inclusion
GT coding led to the emergence of a sub-code whereby a climate of inclusion was assumed by
the managers as they expressed that any player could advance their career into leadership
positions. One respondent expressed this as “...there's a whole range of opportunities” and a
majority of the respondents emphasised that "There are no boundaries but we’ll help you
explore.” Managers working directly with players’ career development indicated that they
encourage all of the players’ career ideas and wishes, and they assist them in engaging in the
activities that lead toward those careers. In terms of possible opportunities to transition from
player to coach, the answers differed between the respondents, with one respondent referring
to the lack of coaching vacancies as they tend to have the same head coach for several years.
While many mentioned that the players could become accredited to be a coach, either through
leadership programs within or outside the AFL industry, reference was also made to inherent

ability;

“...you can see the people that have the disposition or the nous in that particular area
that ‘hey these are opportunities if you want to explore then we could help you with that.

“Like it sort of comes naturally to a lot of players I think.”

The answers also varied in relation to identifying coaching talent and the respondents were
either uncertain about the existence of a talent identification strategy or they alluded to how it
might happen; “...might be a tap on the shoulder to say, ‘this is something that you should be
working towards.’” One aspect of assuming a climate of inclusion was that all players were

welcome to engage in networking, with one respondent referring to it as “The network is
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invaluable”. A majority of the respondents spoke about the importance of networking and
explained that the players are encouraged to build relationships with contacts. The managers
also assist the players in setting up networks, with some clubs using their corporate network to
introduce the players to new contacts. However, one respondent took a critical stance toward
the idea of networking and pointed out the shift in responsibility from the club to the player;
“The problem is they 're setting them up with networks and stuff like that for an apprenticeship,
but once they get cut they 're still, ‘Oh, we 've given you the tools, go and do it.”” This quote can
also be linked to caring as duty as it was clear from all the respondents’ accounts that a post-

career strategy is missing, and that the responsibility is placed in the hands of the individual;

“Well like there is no responsibility to the club at all like yeah, we’ll keep in contact with
them and be a support there for them if they need it but yeah, it's you live your own life

really...”

Thus, the use of Institutional Theory is limited here as it does not consider the dimensions of
ethnicity, race and minorityness in the context of institutions, however one could argue that the
findings above point towards a normative system. Present in the institution are dominant
ideologies of meritocracy, individual choice, and personal responsibility, as per Critical Race
Theory. The notion of open to all in terms of access and progression to any career and coaching
accreditation is to position it as equal opportunity (Hylton, 2010). The idea that any player,
regardless of their ethnic or racial background, can choose to progress into a coaching career is
an ingrained belief of the respondents as well as a normative expectation. This shows ignorance
on behalf of the organisations to acknowledge and address the existing structural inequalities
and their impact on coaching and leadership opportunities (Rankin-Wright et al., 2016). Also,
the nurtured ideas that organisational managers have about the physical and intellectual abilities
of a sport coach can be called racial projects and these can exclude Indigenous players from
leadership roles (Hallinan & Judd, 2009a; Hylton, 2010). Indigenous players may be further
disadvantaged if they are not granted access to important (white) networks linked to the
recruitment of coaches. Due to the deeply racialised and dominant power relations that exist
within these networks, Indigenous players could be excluded from professional coaching

environments, therefore maintaining the under-representation of Indigenous coaches (Bradbury
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et al., 2016). These dominant ideologies can be argued to be a form of institutional racism,

whereby Indigenous Australians pay an ethnic penalty (Heath & Cheung, 2006).

6.2 Legitimising practices

There were contrasts between the organisations in their adoption and implementation of
diversity strategies, practices, and processes. Some respondents were more active and
passionate about driving diversity, whereas others were in the early stages and quite uncertain
of the diversity work. One club had developed their diversity to the extent that it was close to
an inclusive culture, whereas most respondents spoke about diversity as a way to legitimise
their practices. Improving the brand and image-making were the sub-codes that emerged,
reflecting the reasons behind the clubs’ work on diversity. These codes also reflect the
avoidance of under-representation as the diversity practices are justified as creating a diverse

and inclusive climate where everyone is welcome, and no one is excluded.

6.2.1 Improving the brand
The brand and perception of the clubs, as well as the players that represent it, was expressed as
important by several respondents. Part of the players’ personal development at the club is to
learn how to brand themselves to the public. Several respondents spoke about what they are
promoting, how they want to present themselves, and how important it was to be ”Protecting
their brand, making sure that they re (clubs) not, yeah, doing something stupid that’s going to
give them a bad name in the community.” Reference was also made to the traditional and
historic perception of clubs and how the clubs attempted to change this by engaging in diversity.
Respondents referred to their club’s perception as “men’s club” or a “boys’ club”, as well as
“Anglo-Saxon” and “white”, by respondents who had developed their diversity strategies the
most. In effect, the respondents are describing the culture of their organisation with the common
frame being the domination of whiteness and masculinity, which symbolise those who represent
the organisations. These elements of culture may be institutionalised to different degrees and
they may to some extent be linked to other elements in the organisation. They also point to the
normative system of the institutions (Scott, 2014). To engage in diversity for the single purpose
of changing the club’s perception will not simply change any deeply rooted assumptions and
actions without first acknowledging the structural and cultural aspects maintaining the

subordinate and dominant racial positions (Acker, 2006; Singer, 2005).
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Further, the work on diversity seems to be “an issue across the whole (AFL) industry”,
expressed by one respondent as the trigger for examining what initiatives they could put in
place other than their RAP. Another mentioned that diversity “...hasn 't been much of a priority
or a focus...” until the club received media attention, which is what pushed them to introduce
policies, programs, and initiatives on diversity. Whereas some respondents referred to their
diversity action plans consisting of a number of pillars, such as multicultural, LGBTI pride,
disability, women, and Indigenous, others expressed that they adapted their policies from the
AFL by ”...seeing what kind of policies they had and what things they 're pushing or driving
and then we kind of try and replicate it.” However, most of the organisations seem focused on
gender equality as the introduction of a women’s AFL has made them reconsider their image
as men’s clubs. The respondents spoke positively about their work on promoting gender

equality, whereas implementation of the RAP seemed challenging in certain aspects;

“...s0, one area of the RAP is mostly government run and sanctioned as there are some
compulsory elements to the RAPs. One of them is increasing the presence of Aboriginal
and Torres Strait Islander businesses in your supply chain which we didn’t think would

be that hard but it's turning out to be quite difficult.”

The respondent explained that this was due to the Indigenous businesses being few and quite
small in scale, so the club had not been able to create a difference in that area. Further, cultural
awareness training was regularly mentioned by many respondents as part of their diversity
work, which is also included as an activity in the AFLPA’s RAP and best practice guidelines.
Although this indicates consistency between discourse and action, few respondents explained
what implications the training had, other than greater knowledge of Indigenous culture. It
became clear that talking about this training was a way to show that the clubs are working with
diversity. For example, when asked about what challenges the club faces in terms of diversity,
one respondent instead expressed that; “It’s just sharing stories. Like we 're really open about
bringing people in and encouraging our players to sort of share their stories as well. Like we 've
done cultural awareness training.” Whether this training is effective can be questioned as
criticism has been directed toward the way that the AFL has handled cases of vilification, with

a former player expressing his concerns about the lack of understanding in such matters;

46



“I lost complete confidence approaching anyone in the AFL on issues of race... There was
no one to go to and protocols were outdated... The players' association visit the clubs
once a year. They don't talk about racism, they talk about racial vilification ... Their total
lack of education about racism leads to a total lack of education among the players.” —
Wilson (2017)

The AFL’s vilification framework (n.d.) states that “The AFL industry does not tolerate
vilification in any form and is committed to ensuring safe, welcoming and inclusive
environments for all people involved in Australian Football.” One respondent was however,
critical towards the AFL’s commitment to diversity and expressed that image seems to be more

important than taking action;

“...the AFL has a media arm...— I don’t know if you saw the media AFL launches at the
start of the year about the start of the season, it was all their multicultural (players), so
they rolled out [name], an African, Sudanese boy being in refugee camp, and it was all
about him, it was all about a Muslim girl playing club footy at Bankstown, all these things.
And so, I mean, yeah, that’s great, but what are we actually really doing about it? AFL
do nothing there, the states, all the people on the ground in game development are doing

that.”

Thus, the findings reveal that greater importance is placed on promoting the right organisational
brand than creating an inclusive climate that attracts and retains players and employees. The
pressure of gaining and maintaining legitimacy is clear in most of the organisations as it is
important that they protect their brand and portray an image of a diverse and inclusive culture
(Scott, 2014). However, using the word ‘commitment’ is not always a sign of action, rather it
is simply meant to signal to the public that the institution is being active in their commitment.
Both the vilification policy and framework of the AFL mention several regulations and laws,
which implies that the institution is complying with the law and are therefore required to be
committed. Although the vilification framework states that vilification is not tolerated within
the AFL industry, it is a way for the organisation to show they are against vilification yet
conceal that it occurs within the industry. It could also be a form of organisational pride, which

as a sign of commitment increases the value assigned to the organisation (Ahmed, 2006).
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Further, the decoupling of the diversity policies from their implementation in daily
organisational activities means that the organisation is engaged in ceremonial structural
conformity. Some of the organisations are changing the formal structures of their organisation
to conform to pressures while there is no conformity in the actual internal activities. This is
evident in the lack of support given to vilified players. Also, with the adoption of a RAP comes
coercive pressures from the government that leads some organisations to engage in certain
activities to gain legitimacy (Scott, 2014), while the strategy of replicating policies from the
governing AFL bodies is due to mimetic pressure. The organisation is uncertain of how to begin
their work on diversity and therefore model the work of others, although this does not
necessarily have to be negative as it serves as a solution to the organisation. The diversity
decisions of the managers can be due to mimetic and normative pressures as they behave
according to taken-for-granted assumptions instead of making choices that are consciously
strategic (DiMaggio & Powell, 1983).

6.2.2 Image-making
This subcategory refers to the ways in which the organisations use various methods to create a
favourable view of themselves. This was sometimes done through a numerical representation
of diverse employees in the organisation, whereby several respondents mentioned the number
of Indigenous employees and players they had, although that question was never asked. There
was also mention of reaching targets as part of the diversity plan, such as the percentage of male
and female employees at different levels of the organisation. For example, some talked about
reaching an equal amount of men and women; “...1 think managerial group composition is 50%
women target. I think we 're at 48%. S0, it's only going to take one male leaving and one female
replacing, and we hit it...” Diversity was also referred to as something that “happens
organically” within the organisation and that an increase of diverse employees would be good
as “...it makes a good business case - the more broad and diverse the pool of talent can be, the
better in terms of generating the best outcomes for the business...” Another respondent
explained the effects of their image-making methods. Their diversity policies and plans had
been mentioned positively in work interviews and they had attracted more diverse applicants
as a result of the changes made to their job advertisements; “...including them (Indigenous
Australians) in the advertisements when we advertise for roles that we encourage Aboriginal
and Torres Strait Islander applicants and that we are an equal opportunity employer...”.

Further, one respondent described how the AFL had asked them to “...grow Indigenous and
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multicultural participation...” and explained that it would not make a difference if the clubs
did not become “...culturally safe...”. Similarly, a former AFL player expressed their opinion

about why the AFL is looking to increase the number of participants from diverse backgrounds;

"Now the AFL is reaching out to culturally diverse and Indigenous communities because
they realise it was an opportunity to expand their market. Not because they want to create

harmonious communities. Not because they want to deconstruct racism."

Some respondents talked about targets as something positive and that they are “...ahead of most
spots in the AFL”, linking back to the code about improving the brand. Others however,
described the pressure from the government to introduce quotas and why they decided to reject
it;
“S0, you know there’s a push from some Government departments to increase your
quotas, you know, like to win some tenders that we would look doing. They talk about
quotas on the Board, quotas of staff and whatever, and we’ve made a decision as a club

that it isn’t about quotas, because if you create the right setting people will come.”

In relation to tokenism and quotas, one respondent was critical of organisations using their RAP
as a way to show they have included an Indigenous person in one of their boards. They also

criticised the AFL and the extent to which they are invested in their diversity work;

“They re really great at promoting the good news stories. But there’s no investment.
Like...the investment that they get back, that they give us...one of the five pillars of the
AFL is diversity...If you were to look at the money that went into the diversity pool,
compared to what went into all the others, it would be 10%, or less than 10%, that

would be my estimate, you know, that’s where it’s at now.”

Thus, the organisations’ aim of numerical representation as image-making is being
misunderstood for feelings of inclusion and belonging, or that it would signify the nonexistence
of inequality and prejudice within the organisation (Burdsey, 2011). By associating diversity
with inclusion, which a numerical and statistical representation does, the organisation denies

and conceals the existence of racial inequalities within the institution (Gillborn, 2010; Rankin-
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Wright et al., 2016). Any social processes that are discriminatory are therefore left unexposed,
maintaining the inequality and under-representation of certain groups (Gillborn, 2010). The
unwillingness to recognise the racism that exists within the sport means practices that are
discriminatory are left unchallenged, in which the status quo is reinforced and justified (Bonilla-
Silva, 2010, in Rankin-Wright et al., 2016). Therefore, leaving Indigenous Australians to suffer
from ethnic penalties (Heath & Cheung, 2006). Also, as described above, the organisations are
conforming to various institutional pressures in order to gain legitimacy. In the image-making
of diversity, normative systems are in place that include norms and values that give rise to roles.
As there is a normative expectation from society that the AFL’s role is to be diverse and
inclusive, the institution will experience it as an external pressure and therefore conform, at
least formally, in order to become legitimate (Scott, 2014). The aspects of ethnic racial

minorities can once again not be accounted for here by Institutional Theory.

6.3 Silencing

This main code emerged as the question about the lack of Indigenous coaches within the AFL
was put aside and not directly addressed, which was a way to silence and thus avoid the issue.
The impression was that this was an uncomfortable question for some respondents or they did
not know how to approach and answer the question. The two sub-codes that emerged were
diverting attention by referring to something else and making assumptions about Indigenous
Australians, and exercising internal control, which refers to those in power within the
organisations and the issues that are controlled in order not to give the institution of football a
bad name. The online news articles with players also indicated experiences of silencing by the
AFL, which one could also identify in the discourse of the AFL’s vilification framework and
policy. These codes refer to avoiding underrepresentation as the issue is silenced by the

organisations.

6.3.1 Diverting attention
Attention was diverted in different ways when asking about the lack of Indigenous coaches.
The question arose during discussions about talent identification, which was a way to make the
respondents feel more comfortable in answering the question and also to not direct blame
towards anyone. What emerged were various explanations that did not directly answer the
question. However, some respondents did highlight that they were “...not the best person to

speak to on that... ” and that there are others who work directly with talent identification. One
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respondent was quick to explain that the AFL runs programs for future leaders and that they are
“...open for anyone to become a part of.”’. Other respondents referred to the players not wanting
to continue with football post-career; “...a lot of them don’t want to. By the time they 've finished
their playing (career) they don 't want to be in football. ”, which they explained is due to players
growing tired of the game. Other diversions included the work that the clubs were doing within
the Indigenous space, such as encouraging the Indigenous players to take on leadership roles
and providing them with those opportunities, as well as having a RAP and conducting cultural
awareness training. A diversion was also made my emphasising pride; “...really proud of its
Indigenous history, like we really wear it as a badge of honour.”. Another respondent referred

generally to the recruitment process and what characteristics recruiters look for in a coach;

“But the one thing I will say is that character is just so important these days. Like the
amount of side profiling and interviews the recruiters will have with talent before they
come in is just massive. You can’t just be a good footballer these days ...testing obviously
for their character and past history. But also, resilience, their ability to handle and

overcome obstacles that get in their way.”

It was also conveyed that the recruiters would make no difference based on the applicants’
ethnicity; “And I'll say that \t’s pretty similar across the board. Whether it’s multicultural,
Indigenous, | don’t think there’s too much difference there in terms of how they attack it.”
Another reference to diversion is in relation to the AFL’s vilification policy, in which the
process for dealing with incidents of vilification and discrimination is outlined. The opening

sentences of the policy outline the AFL industry’s commitment;

“...committed to fostering and maintaining a sporting environment which promotes
understanding, accepts the unique differences of all persons affiliated with or interested
in Australian Football, and recognises the need to prohibit certain discriminatory or

vilifying conduct.”
The latest issue of the policy is from 2013, yet it was revealed that several players have raised

the issue of ongoing racism since then, both to the public and to the AFL. One player describes

their experience of the AFL as deflecting attention from the act of vilification;
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“It’s disappointing that when I called the leadership into question, they deal with it by
feigning concern about my mental health. Not only is it irresponsible, it completely avoids
the issue — again, deal with the racism. In my situation, it is clear the AFL is incompetent

in dealing with and addressing the issue.” — Little (2017)

In contrast to other responses, one respondent expressed the under-representation of Indigenous
coach as an issue and that they had been developing their own strategy to increase the number
of coaches, which they had themselves started to implement. They also indirectly criticised
another top organisation within the AFL for their strategy of dealing with the lack of Indigenous

coaches;

“...something that they're sort of happy to put money towards because we're basically
doing their job for them. Yeah, they don't know how to do it, they're not having a lot of

Indigenous coaches, ex-players that are sort of getting into coaching so...”

Thus, having a lack of awareness in regard to the systemic inequalities and intersecting
challenges that Indigenous players may face when aspiring to become coaches indicates the
invisibility of whiteness and its privileged power (Rankin-Wright et al., 2016). Although a few
respondents could point out their organisations being dominated by whiteness, others could not
identify race as an influencing and intersecting factor in Indigenous players’ access and
progress into coaching and leadership roles (Long, 2000; Lusted, 2009). Drawing on Critical
Race Theory, this denial of race is a key component of colour-blind ideologies and serves in
the interests of those who wish to maintain the current system (Long, 2000), or in the words of
a former AFL player; “When a person of colour speaks about his or her reality, people have an
issue with confronting that reality because of the system they're in.” (Wilson, 2017). Adopting
these colour-blind approaches means the under-representation of Indigenous players may not
be viewed as a problem (Hylton, 2010). Drawing on Institutional Theory, it may be argued that
the organisations do not admit to institutional racism as they need to stay legitimate.
Acknowledging any existence of racism within the organisation would contradict the
organisations’ commitment to inclusion and give the institution a negative brand. Rather, the

statement of commitment can be used as support by the organisation when its actions are
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challenged (Ahmed, 2006). Given this, the AFL’s vilification policy (2013) can therefore be
seen as a way for the industry to engage in ceremonial structural conformity (Scott, 2014).

Some respondents made assumptions about Indigenous Australians when discussing the
pathway for Indigenous players to become coaches within the AFL. These assumptions were
based on their experiences working with Indigenous Australians and these were mostly about
the work they believed the Indigenous player wanted to do once they were done playing
football. Most respondents referred to Indigenous players wanting to return to their
communities to work there, for example; “There is, and this is just anecdotal experience, that
some of the Indigenous players have come to see themselves working back within Indigenous
communities.” This clearly indicates othering whereby an ‘us’ and ’them’ is created. Another
respondent referred to cultural differences, such as the importance of family, which they
described as being very influential in Indigenous players’ career decisions, as well as the
Indigenous lifestyle. In reference to why they believe the players decide to return to their

communities, the explanation of one respondents was;

“...if we look at some of the players, their lifestyle is quite different to what we would
do, you know like it’s outdoor, it’s hunting, it’s swimming, that’s their leisure. All we're
saying, you know, ‘This is what you do at this time; this is what you do at that time;
here’s how much sleep you should have.” S0, it’s a real transition. But their natural

default, I imagine, would be to, yeah...”

One respondent pointed out that perhaps going from playing to coaching was not for Indigenous
players as it is assumed to be for non-Indigenous players; “So I think there’s an assumption
that we think that’s the natural pathway, because it is for most Anglo, but maybe it’s not.”
Another respondent expressed that they are yet to find the solution for employing Indigenous
Australians, with specific reference to the non-playing side of the club. Upon reflection, the
respondent expressed why; “So sometimes we don’t always get it right, but sometimes we re

looking at it through a very Anglo lens, ‘Yeah, let’s give them an internship,’ sort of thing.”

Thus, deep physical and cultural stereotypes are held about Indigenous Australians, which

appear to be embedded in historical ideas about race and its naturalness, as well as a perception
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of their cultural preferences. The framing of Indigenous players’ exclusion from coaching
positions is dominated by these negative myths and stereotypes (Hylton, 2010). Making
assumptions about why Indigenous players might choose work in other sectors, and that ‘they’
differ in their way of living is a way to avoid the issue of Indigenous under-representation in
leadership positions. By shifting focus away from the organisation and onto the individual
choice and personal responsibility of Indigenous players, the dominant power relations within
sport institutions that privilege whiteness are reinforced. This response also serves to create a
diversion from possible systemic racialised discrimination (Rankin-Wright et al., 2016). By
referring to Indigenous Australians’ cultural incompatibility with the ‘Anglo’ clubs or their
unwillingness to work anywhere but in the Indigenous communities, the blame for under-
representation is being transferred onto the minority. It seems to be suggested that it is the
‘others’ who are not actively ‘choosing’ to progress into coaches, or perhaps they are not ‘fit’
to be in power positions because the clubs are, after all, ‘open’ and ‘providing opportunities’.
This approach yet again serves to make the status quo legitimate (Long, 2000). By using self-
exclusion and cultural differences as explanations for under-representation, justification is
given to racist practices, making the colour-blindness that excludes Indigenous Australians
stronger (Hylton, 2010). It is clear that both institutional racism and ethnic penalties are present
here. Further, the aspect of nationalism is missing from both Critical Race Theory and
Institutional Theory, and the dimensions of ethnicity and race are not considered in Institutional
Theory. However, one can argue that aspects above indicate the normative and cultural-
cognitive systems of the football institution. These systems are present here in the contexts of
nationalism and national identity as the managers seem to believe that Indigenous Australians
do not share an understanding of or conform to their ‘Anglo’ norms, therefore not including

them as members of their group.

6.4.1 Exercising internal control
This refers to those with the most influence in the decision-making processes of the
organisations and the impact they have on others. The internal control exercised within the AFL
and affiliated clubs and state organisations has certain effects, for example on the career
development of players and the changes (or not) in culture. There is a sense of control over
situations and people, which does not necessarily have to be negative, and an understanding
that some have another level of authority than others. Some of the ways in which the

respondents indirectly referred to control was when they described the rules and responsibilities
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of the organisations, which all employees and players have to abide by. The players also have
certain duties stipulated within their contracts that they have to fulfil. Then there is the aspect
of confidentiality, which is emphasised in the vilification policy and that one respondent

mentioned as something that everyone within the organisation has to follow;

“All staff are inducted to ensure that they know what to say and what to not say. And
there’s obviously policies that are relevant to playing groups and staff that they need to

abide by otherwise there’'d be consequences. Because it’s a bit of a confidentiality piece.”

The reason why this may be considered as a form of control is because it can serve some greater
power than others. For example, a former AFL player describes his own experiences; “It was
always 'don't say this, you can't say that'... ”, as well as that of another player; "They [the AFL]
completely silenced him from speaking about his case. ” (Wilson, 2017). In cases of vilification,
complaints officers are assigned by the league and the club in question to resolve the matter. In
the first process of a complaint, the decision is made based on “the reasonable opinion of the
League Complaints Officer/s” whether or not it is possible to go ahead with an informal
resolution (AFL, 2013). Based on the discourse of the policy, no evidence is gathered, and no
witnesses are spoken to at this stage of the process. Although it is unknown whether a complaint
was filed, the experience and opinion of a former player is that the AFL is not competent in

dealing with matters of racism;

“...I raised my concerns with various levels of administration and management about
racism within the club and how | was affected by it....This was done on multiple
occasions; however, no one was willing to appreciate the severity of my experiences and
the impact it was having on me. As such it continues to be dismissed, and that is to the
detriment of the club and my wellbeing.” — Little (2017)

A contradictory perspective is that of an Indigenous player who describes a more positive
experience regarding the support from the AFL, although this player also states that they have
not been subjected to racism in the game; "It's encouraging to see there's that level of support
for Indigenous players and their welfare because it does hit home.” (Rigby, 2017). The AFL

(n.d.) also states in their vilification framework that they aim to conduct research within areas
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concerning social issues, such as vilification. Some of the respondents asked the interviewers
of this study whether or not the research was being conducted by the AFL or whether they had

been approached.

Thus, the content and form of these controls and their implementation are ingrained with
assumptions and expectations that are racialised. Through the organisations’ hierarchical power
and the power from hierarchical race relations, the diverse and complex controls are made
possible, hindering the changes made to inequality regimes. Through some of their policies, the
AFL and affiliated organisations can exert direct control, which include the rules they enact and
the punishments that come with them. It can be argued that one of the reasons behind AFL’s
silencing of players who speak up about racism is the AFL does not want to lose their legitimacy
as a sporting organisation. One way to stay legitimate is therefore to control the narrative. The
AFL’s need to restrict the information that is channelled is an example of an unobtrusive and
indirect control (Acker, 2006). It can also be argued that the AFL’s unwillingness to address
the issue of racism and white hegemony is a way to stay blind to racial discrimination and the

lack of diversity and inclusion in the industry (Rankin-Wright et al., 2016).

Another dimension of control are actors in powerful positions as they may for example be
present in the recruitment of coaches and other leadership positions. Certain actors within the
organisations are given more authority than others. For example, several respondents referred
to each coach as having an important role in making certain decisions. They also highlighted
the coach’s role in influencing the players’ career development, which is why some respondents
use the coach as a vehicle to get through to the players; “...you’ve got to have the coach
understanding and sort of backing you in...”. One respondent emphasised how crucial it is for
managers working with career development to gain the coach’s approval in implementing
certain strategies; “...things you need to have success in your program are the support of the
head coach, because if he doesn’t rate it, no one else will, he’s the most important man at the
footy club still... ” Further, the CEO is an actor with authority that some respondents mentioned
as being the most important change agent in the work on diversity. Some spoke about the
importance of having good managers to implement the diversity initiatives in practice, with one
respondent describing them as people “with heart”. However, it was clear that the change in

the organisations’ diversity management started with the CEO. The respondents mentioned that
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the clubs had recently changed CEQs, which led to a greater focus on diversity management;
“We’ve recently had a new CEO come in so there’s been a focus on kind of rolling out different
inclusion strategies, diverse strategies...” One respondent also mentioned that the CEO is
important to have on the RAP committee as it would make it easier to implement certain goals.
Apart from coaches and CEOs, one respondent talked about the club as a “paternal figure” for

the players and what that means for them in their work;

“...we get some of these boys that are straight out of their parents’ house. There’s an
obligation there to make sure that their son is in a place that’s going to build them into a

solid citizen and a good person with prospects...the club takes that role seriously.”

The clubs are involved in the players’ personal and professional development and therefore
educate them in areas, such as how to behave in accordance with club standards and how to
portray themselves in the media. Some respondents referred to the club as being a “family” for
the players, both during and after their careers. The authority of the club can be further
illustrated in the experience of a former AFL player who wanted to reach out to the club
president regarding a vilification event involving the president but “...was advised not to by the
club.” When he did, he was faced with certain consequences; “There were definitely
ramifications internally. I was accused of throwing the president under the bus to boost my own

profile. It continued to be communicated to me until my last game...” (Wilson, 2017).

Thus, there are strong authority figures in the football organisations, including the organisation
itself. The coach appears to be the most important influence for players and the career
development managers, and the CEO is crucial in changing the culture and driving through
diversity strategies. According to Institutional Theory, these relational systems can be viewed
as governance systems, which in the case of the AFL industry seems to include both normative
and coercive aspects. Codes, norms, and rules are created and enforced by the AFL’s normative
aspect, for example through their vilification policy, whereas the players’ activities are
monitored and sanctioned by the coercive aspect, for example by controlling how they act and
portray themselves in the media. The AFL industry with all of its included organisations are
institutions that coerce and normalise behaviour through these processes that are regulatory,

such as setting rules and making certain that others conform to them. The treatment described
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by the former AFL player is an example of how the organisation manipulates sanctions (i.e.,
punishes) in order to influence the future behaviour of others (Scott, 2014). Drawing on Critical
Race Theory, the authority to discipline players is exercised by whiteness, which at the
organisations’ senior levels, reflect the white establishment that is granting Indigenous players
the right to play the white game. The freedom and independence to act is therefore affected by

this hierarchy of privilege existing between black and white people (Long & Hylton, 2002).
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7.0 Conclusions and Discussion

The following main conclusions can be made based on the findings of this study. First, diversity
is managed and approached within the state organisations and clubs of the football institution
through legitimising practices. This means that diversity management is used to improve the
brand of the organisations and in the undertaking of image-making. Second, legitimising
practices together with claiming equality for all and silencing hinder Indigenous players from
reaching leadership positions. Third, these are central sub-mechanisms of the overall
mechanism of avoidance (i.e. avoiding under-representation), which contribute to the under-
representation of Indigenous players in leadership positions within the Australian football
institution. Finally, it can be concluded that avoiding under-representation is a case of

discrimination and this discrimination by avoidance is indirect and a form of ethnic penalty.

Further, the sport sector promotes diversity and takes pride in its ability to include people from
diverse backgrounds, however it is also a context that reflects and reproduces society’s
inequalities, such as racism and discrimination. Indigenous Australians are one group who have
been and still are disadvantaged and marginalised in Australian society and in sport. The
objective of this study was to contribute to the research and scholarship on the management of
diversity in organisations and to gain a deeper understanding of the lack of Indigenous
representation in positions of leadership. The sport sector and, in particular the AFL, was
chosen as a case due to its high percentage of Indigenous players yet lacking representation in
leadership positions, such as coaching and at board and executive levels. The gaps in research
revealed that little is known about diversity management within the sport sector, in particular
the role of mangers and policies, as well as the hinders Indigenous players may face when
reaching for leadership positions. The purpose of this study was therefore to explore the
management of diversity and existing hinders for Indigenous players within the Australian
football institution to come to terms with the under-representation of Indigenous Australians in
leadership positions. By building on the theoretical framing, this study has revealed three sub-

mechanisms involved in the under-representation of Indigenous coaches within the AFL.
One mechanism is claiming equality for all, which refers to caring as duty and assuming a

climate of inclusion. The former refers to the perception of the football institution as caring for

its players by delivering a career development strategy and providing a safe environment
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without vilification. Underlying this are institutional pressures in the organisations’ field acting
on the football institution, which has some respondents question whether the care is genuine
and pure. Also, the discrepancy between the discourse of the AFL’s vilification policy and the
experiences of vilified players indicates that the AFL’s stance against vilification and
discrimination is merely a symbolic act. This means that the industry cannot be considered anti-
racist or claim equality until they change their internal structures, which is a far more practical
act than words in a policy. Assuming a climate of inclusion refers to the perception that career
opportunities and networks are open to all players. The managers of these AFL organisations
therefore miss to acknowledge the challenges that Indigenous players face on the labour market
and how they may be disadvantaged by the structural inequalities of the AFL industry. Although
the racial projects (such as ideas of physical ability based on race) expressed by the respondents
may have been covert and habitual, they are still challenging, making it even more important
for the core of the organisation to include racism (Hylton, 2010). Research has also shown that
ideas about the abilities of a coach could create an element of favouritism, in which the manager
provides opportunities to some and not others depending on the individual’s characteristics
(Reskin, 2003). In countries, such as Australia, where leadership is associated with being white,
those who do not fit the stereotype are automatically excluded (Coleman, 2012). This is further
complicated by the discourse on Indigenous Australians as having ‘natural’ physical ability to
play Australian football but not fit to hold roles in leadership (Hallinan & Judd, 2009a; Kearney,
2012). Further, emphasising networking as a tool to gain employment is problematic for
Indigenous players due to a number of reasons. Networking can be a barrier for Indigenous
players, who are part of a group that has been (and continue to be) subjected to racial stereotypes
and discrimination on the labour market (Cameron et al., 2017; Hallinan & Judd, 2009a; Hunter,
2003). The under-representation of minority coaches can be perpetuated if the recruitment of
coaches is done through dominant white social and cultural networks (Bradbury, 2013). Thus,
the mechanism of claiming equality for all contributes to avoiding the under-representation of
Indigenous employees in the Australian football institution through the misguided perception

that Indigenous players can easily enter into positions of leadership.
A second mechanism is the legitimising practices of diversity management within the AFL

organisations, which includes improving the brand of the organisations and image-making. The

motivation behind most of the organisations’ work on diversity was to change the perception
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of their culture and thus the brand, which was found to be dominated by whiteness and
masculinity. This was not acknowledged by the respondents as they described their
organisation’s perception, indicating their lack of work in addressing the structural and cultural
aspects that maintain the racialised relations. Some have argued that organisations that are not
inclusive, rather characterised by inequality regimes, will place barriers on managers’ actions.
However, it is also the responsibility of the managers to be aware of and understand the
organisation’s diversity issues, as well as the structural inequalities and discrimination that may
exist in the organisation (Tatli & Ozbilgin, 2009). As the organisational culture is created by
employers and the behavioural standards they monitor and uphold, the inequalities existing
within their organisations may not be challenged unless they are required to do so (Bradley &
Healy, 2008). The Australian government does not provide any policies that create incentives
for diversity or disincentives for the lack of diversity, which means that the status quo in
organisations may be maintained (Spaaij et al., 2014). Although some of the AFL organisations
have strategies in place for their diversity work, they are still missing the change in culture
research has shown is needed to create an inclusive workplace climate (Cunningham, 2009;
Mor Barak et al., 2016). For example, referring to cultural awareness training as a diversity tool
indicates there is a lack of cultural awareness within the AFL industry, otherwise it would not
be needed. As players continue to be vilified and express a lack of support in these situations,
this type of training may be ineffective, rather research has shown it may be more likely to
activate bias (Dobbin & Kalev, 2016; Kalev et al., 2006). However, this training may be
ceremonial as some of the organisations viewed diversity from a business-driven perspective
by referring to its costs and benefits. This version of diversity is narrow and tends to mean the
aim is to simply engage people from diverse backgrounds (Spaaij et al., 2014). To be driven by
targets and the numerical representation of diverse players and employees can be argued to
reflect organisations that do not have a genuine and meaningful culture in which values of
equality, diversity and inclusion are respected and promoted (Burdsey, 2011). Thus,
legitimising practices contribute to avoiding the under-representation of Indigenous employees

in the Australian football institution by creating the illusion of a diverse and inclusive climate.
A final mechanism is silencing, which refers to diverting attention by avoiding the issue of

under-representation and making assumptions, as well as exercising internal control through

powerful actors and discourse. According to the respondents, the barriers to coaching and
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leadership are due to the cultural traditions of Indigenous Australians, as well as their reluctance
to adapt to the practices that are dominant (Lusted, 2009). These responses may indicate a lack
of awareness that exists in some organisations. This may be intentional or unintentional,
nonetheless, when systematic inequalities are invisible, any effort to achieve greater equality is
hampered. The extent to which individuals are aware of inequalities determines the visibility of
inequality (Acker, 2006). The respondents expressed colour-blind ideologies that will continue
to maintain the dominant white system and act as a barrier for Indigenous players to become
coaches. It is therefore important for racialised relations to be included in policy and practice,
however a critical anti-racist lens is required in order to recognise those relations and their
implications (Hylton, 2010). Such a lens was not evident in this study. Further, the control and
authority of the sport organisations as institutions, as well as their associated actors, maintain
the system. There seems to be aspects of control exerted onto situations and people, as well as
an understanding that some have a higher level of authority than others. The control and
compliance in these organisations can be viewed as mechanisms that aim to maintain
inequalities (Acker, 2006), which the organisations do by imposing certain rules and norms
(Scott, 2014). Also, the power of the CEO in creating change and being the driving force of
diversity was contradictory to previous research suggesting organisational managers, such as
HR managers, to be the change agents that play the most crucial role in diversity (e.g., Arenas
etal., 2017). The powerful role of coaches and CEOs could be argued to impact the recruitment
of coaches, although this was not examined here. However, if Indigenous Australians are
missing from these positions, the football institution might lack the necessary insight and
diversity needed to include them in leadership positions. Thus, silencing contributes to avoiding
the under-representation of Indigenous employees in the Australian football institution by

minimising the issue.

To conclude, this study sheds new light on mechanisms involved in the under-representation of
Indigenous players within the Australian football institution. By using GT as a method, this
study has been able to integrate and build on Institutional Theory and Critical Race Theory.
Institutional Theory has been shown to lack dimensions of nationalism, ethnicity, race, and
minority, whereas Critical Race Theory lacks the dimension of nationalism but places the latter
dimensions in the context of institutions. Highlighted in this study are structural and cultural

issues of the Australian football institution that maintain the status quo. Through ideologies of
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colour-blindness, individual choice, and personal responsibility, these organisations maintain
the dominant white system and do not recognise their role in creating and maintaining racial
inequalities and exclusion. By managing diversity with a focus on legitimising practices, the
football organisations lack the core cultural change needed to create an inclusive climate,
upholding racialised relations. This study has extended the research and scholarship in the field
of HRM and sport management by applying the theoretical framing on a new case, developing
theory, and revealing mechanisms involved in the continued under-representation of Indigenous
players within the Australian football institution. Thus, as outlined in the introduction, the
context of sport as marked by discrimination, power hierarchies, and marginalisation has found

to be in line with the findings of this study.

7.1 Limitations

It is important to acknowledge the limitations to this study. First, being part of another research
project meant there were certain restrictions, such as the interviews questions that could be
asked and gaining access to players. The ethical restrictions placed on the collaborators’ project
meant that questions about nationalism and racism were out of limits, also because it was not
their research focus. Access could not be gained to players as the aim of the project was to
explore what activities were being carried out by managers in the area of career development.
Also, not all AFL organisations are represented in this study, which presents a limitation to the
findings. This is linked to the next limitation, which was gaining access to the right people at
the clubs and state organisations. The websites seldom include any contact details and with a
variety of job titles for managers, it was difficult to know exactly who the right person would
be to speak to. This was also due to another limitation, the time limit of this thesis, which was
problematic as the process of gaining access took longer than expected. Finally, an important
limitation to consider is preconceptions, which Charmaz (2014) points out is common for all
researchers to have and that it is important to be aware of these during the analytical process.
Coming in to the research, certain expectations were made of the direction of the findings based

on previous research and theory.
These limitations were considered throughout the thesis process and were minimized in the best

ways possible. For example, although it was not possible to ask certain questions, if they were

alluded to during the interview, probing questions were used to dig deeper. Also, the use of
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media texts meant that it was still possible to get some insight into players’ perspectives. Being
limited in access was accounted for through the snowballing technique, which meant that
several respondents were found through suggestions by others within the club or organisations.
Finally, being aware of one’s preconceptions was a way to question oneself during the analysis.
Bryman (2012) highlights the need for self-reflection, which was done as much as possible,
although research can never be free from values. It is also important to note that Critical Race
Theory encourages the position of taking a critical stance towards the findings and to give voice

to those who are marginalized (Hylton, 2010).

7.2 Implications and suggestions for further research

There are still questions needed to be answered regarding the under-representation of ethnic
and racial minority groups, such as Indigenous Australians within senior levels of the sport
sector. This study has attempted to look at the larger picture in order to understand the
mechanisms involved in this perpetuating disadvantage. The findings have revealed several
mechanisms that contribute to avoiding under-representation, therefore maintaining the lack of
Indigenous players within leadership positions of the Australian football institution. The
implications of these experiences for Indigenous employees have not been answered by this
study and therefore need to be further examined. Furthermore, in order to change the status quo,
the Australian football institution and its clubs and state organisations need to acknowledge and
address race and racism, and its existence in the structure and culture of the institution. From
there, an examination of the organisation is needed, which includes the policies and plans
associated with discrimination, the practices and processes associated with diversity, and the
extent to which hindrances can be removed for Indigenous Australians. This study calls for
more research integrating and developing the theoretical frameworks of Institutional Theory
and Critical Race Theory with focus on institutional racism and discrimination. Also, some of
the powerful actors within the football institution have been revealed here, whose role within
the recruitment of coaches and other leadership positions should be examined in further
research. The concept of othering (see e.g., Jensen, 2011) was also present in the findings,
however this was beyond the scope of this study and should therefore be examined in further
research on under-representation and discrimination. Finally, there is a need for the scholarship

of HRM and sport management to integrate in an effort to further extend the research on
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diversity management within sport organisations to examine in what ways and how it can

influence the career trajectory of ethnic minority players.

65



8.0 References

ABS. (2011). Australian social trends March 2011: Education and Indigenous wellbeing (No.
4102.0). Retrieved from
http://www.ausstats.abs.gov.au/ausstats/subscriber.nsf/0/6 D A2C86DE7859D96CA25
785B000E1855/$File/41020 indigenouseducation_mar2011.pdf

ABS. (2012). Employment in  sport (No.  4148.0). Retrieved  from
http://www.abs.gov.au/AUSSTATS/abs@.nsf/DetailsPage/4148.0August%20201170
penDocument

ABS. (2013a) — Fact sheet: Life expectancy estimates for Aboriginal and Torres Strait Islander
Australians. Retrieved from
http://www.ausstats.abs.gov.au/Ausstats/subscriber.nsf/0/412 AB412E190136FCA257
C230011CAG6F/$File/ABS%20L ife%20Expectancy%20Fact%20Sheet.pdf

ABS. (2013b) - Key findings (No. 4727.0). Retrieved from
http://www.abs.gov.au/ausstats/abs@.nsf/Lookup/4727.0.55.001main+features802012
-13

ABS. (2015). Aboriginal and Torres Strait Islander peoples (No. 4160.0). Retrieved from
http://www.abs.gov.au/ausstats/abs@.nsf/Lookup/4160.0.55.001main+features10023J

un+2015

ABS. (2016). Table 20. Labour force characteristics, by state, remoteness area, and Indigenous
status (No. 4714.0). Retrieved from
http://www.abs.gov.au/AUSSTATS/abs@.nsf/DetailsPage/4714.02014-
15?0OpenDocument

ABS (2017a). Migration, Australia, 2015-16 (No. 3412.0). Retrieved from
http://www.abs.gov.au/ausstats/abs@.nsf/mf/3412.0

ABS (2017b). Australian Demographic Statistics (No. 3101.0). Retrieved from
http://www.ausstats.abs.gov.au/ausstats/subscriber.nsf/0/3C252 AE138902522CA2581
AT700158A3E/$File/final%203101%2022%20sep.pdf

Acker, J. (2006). Inequality Regimes. Gender & Society, 20(4), 441-464.
d0i:10.1177/0891243206289499

Adair, D. (2009). Australian sport history: From the founding years to today. Sport in History,
29(3),
405-436. doi:10.1080/17460260903043351

66



Adair, D., Taylor, T., & Darcy, S. (2010). Managing ethnocultural and ‘racial’ diversity in
sport:

Obstacles and opportunities. Sport Management Review, 13(4), 307-312.
d0i:10.1016/j.smr.2010.06.002

AFL. (n.d.). Vilification framework. Retrieved from
http://s.afl.com.au/staticfile/ AFL%20Tenant/ AFL/Files/Respect%20and%20Responsi
bility/ AFL_Vilification_Policy.pdf

AFL. (2013). National Vilification and Discrimination Policy. Retrieved from
http://s.afl.com.au/staticfile/ AFL%20Tenant/AFL/Files/Respect%20and%20Responsi
bility/Schedule-4-National-Vilification-Discrimination-Policy.pdf

AFL. (2017a). AFL Indigenous. Retrieved from http://community.afl/indigenous

AFL. (2017b). AFL Diversity championships coaching academy. Retrieved from
http://community.afl/indigenous/coach

AFL. (2018). Annual report 2017. Retrieved from http://www.afl.com.au/afl-hg/annual-reports

AFLPA.  (2015). Reconciliation  action  plan  2015-17.  Retrieved  from
http://www.aflplayers.com.au/wp-
content/uploads/2017/03/2015_RAP_final_site_Small2.pdf

AFLPA. (2016). Many stories, one goal: Supporting Indigenous footballers. Retrieved from
http://www.aflplayers.com.au/wpcontent/uploads/2014/03/BestPracticeGuidelines_20
16_Final_p.pdf

AFLPA Indigenous Advisory Board. (2017). An open letter to the football community.
Retrieved from http://www.aflplayers.com.au/article/an-open-letter-to-the-football-
community/

Ahmed, S. (2006). The nonperformativity of antiracism. Meridians: feminism, race,
transnationalism, 7(1), 104-126.

Apoifis, N., Marlin, D., & Bennie, A. (2017). Noble athlete, savage coach: How racialised
representations of Aboriginal athletes impede professional sport coaching opportunities
for Aboriginal Australians. International Review for the Sociology of Sport, 1-15. doi:
1012690216686337.

Arenas, A., Di Marco, D., Munduate, L., & Euwema, M. C. (2017). Dialogue for inclusion:

When managing diversity is not enough. In A. Arenas, D. Di Marco, L. Munduate, &

67



M. C. Euwema (Eds.), Shaping Inclusive Workplaces Through Social Dialogue (pp. 3-
21). Springer, Cham.

Armitage, A. (1995). Comparing the policy of aboriginal assimilation: Australia, Canada,
and New Zealand. UBC Press. Retrieved from
https://files.eric.ed.gov/fulltext/ED403094.pdf

Austin, C., & Fozdar, F. (2016). Australian national identity: empirical research since 1998.
National Identities, 1-22. d0i:10.1080/14608944.2016.1244520

Australian Human Rights Commission. (2018). Leading for change: A blueprint for cultural
diversity and inclusive leadership revisited. Retrieved from
https://www.humanrights.gov.au/sites/default/files/document/publication/Leading%20
for%20Change_Blueprint2018_FINAL_Web.pdf

Australian Institute of Health and Welfare. (2015). The health and welfare of Australia’s
Aboriginal and Torres Strait Islander peoples 2015. Retrieved from
https://www.aihw.gov.au/getmedia/584073f7-041e-4818-9419
39f5a060b1aa/18175.pdf.aspx?inline=true

Benschop, Y., Holgersson, C., Van den Brink, M., & Wabhl, A. (2015). Future challenges for
practices of diversity management in organizations. In R. Bendl, I. Bleijenbergh, E.
Henttonen, & A. J. Mills (Eds.), The Oxford Handbook of Diversity in Organizations,
(pp. 553-574). Retrieved from
https://www.researchgate.net/profile/Marieke_Van_den_Brink/publication/299044294
_Future_Challenges_for_Practices_of Diversity Management_in_Organizations/links
/56ee76b608aea35d5b99d5d4.pdf

Biddle, N., Khoo, S.-E., & Taylor, J. (2015). Indigenous Australia, White Australia,
Multicultural Australia: The Demography of Race and Ethnicity in Australia The
International Handbook of the Demography of Race and Ethnicity (pp. 599-622).

Blackett, A. D., Evans, A., & Piggott, D. (2015). Why ‘the best way of learning to coach the
game is playing the game’: conceptualising ‘fast-tracked’ high-performance coaching
pathways. Sport, Education and Society, 22(6), 744-758.
d0i:10.1080/13573322.2015.1075494

Blank, R., Dabady, M., & Citro, C. (2004). Measuring racial discrimination. Washington, DC:
National Academies Press.

68



Booth, A. L., Leigh, A., & Varganova, E. (2012). Does Ethnic Discrimination Vary Across
Minority Groups? Evidence from a Field Experiment. Oxford Bulletin of Economics
and Statistics, 74(4), 547-573. d0i:10.1111/j.1468-0084.2011.00664

Bradbury, S. (2013). Institutional racism, whiteness and the under-representation of minorities
in leadership positions in football in Europe. Soccer & Society, 14(3), 296-314.
doi:10.1080/14660970.2013.801262

Bradbury, S. (2017). Ethnic minorities and coaching in elite football in England: 2017 update.
Retrieved from https://dspace.lboro.ac.uk/dspace-jspui/bitstream/2134/32443/1/2017-
SPTT-report.pdf

Bradbury, S., Amara, M., Garcia, B., & Bairner, A. (2011). Representation and structural
discrimination in football in Europe: The case of minorities and women. Retrieved from
https://dspace.lboro.ac.uk/dspace-
jspui/bitstream/2134/24491/3/Bradbury%20et%20al%20UEFA%20summary%20repo
rt.pdf

Bradbury, S., Van Sterkenburg, J., & Mignon, P. (2016). The under-representation and
experiences of elite level minority coaches in professional football in England, France
and the Netherlands. International Review for the Sociology of Sport. doi:
1012690216656807.

Bradley, H., & Healy, G. (2008). Ethnicity and Gender at Work : Inequalities, Careers and
Employment Relations. Palgrave Macmillan.

Bradley, H., Healy, G., Forson, C., & Kaul, P. (2007). Workplace cultures: what does and does
not work. Retrieved from
https://www.researchgate.net/profile/Geraldine_Healy/publication/241016904_Workp
lace_cultures_what_does_and_does_not_work/links/0046352d0254ea82ab000000/Wo
rkplace-cultures-what-does-and-does-not-work.pdf

Brown, K. & Jackson, D. D. (2013). The history and conceptual elements of critical race theory.
In M. Lynn & A. D. Dixson (Eds.), Handbook of critical race theory in education, (pp.
29-42). Routledge. Retrieved from
http://www.elegantbrain.com/edu4/classes/readings/depository/race/critic_race_theory
_def_hist.pdf

69



Browne-Yung, K., Ziersch, A., Baum, F., & Gallaher, G. (2014). On and off the field: a
Bourdieuian perspective on the significance of sport to urban Aboriginal Australians.
Sport in Society, 18(6), 717-733. doi:10.1080/17430437.2014.985211

Bryman, A. (2012). Social research methods (4" ed.). NY, USA: Oxford university press.

Burdsey, D. (2011). That Joke Isn't Funny Anymore: Racial microaggressions, color-blind
ideology and the mitigation of racism in English men's first-class cricket. Sociology of
Sport Journal, 28(3), 261-283.

Burdsey, D. (2014). One week in October: Luis Suarez, John Terry and the turn to racial
neoliberalism in English men’s professional football. ldentities, 21(5), 429-447.
doi:10.1080/1070289x.2014.924415

Cameron, R., Stuart, L., & Bell, T. (2017). Race based inequalities for Indigenous Australians’
participation and engagement in VET: a targeted review of the research. Journal of
Vocational Education & Training, 69(3), 311-332.
d0i:10.1080/13636820.2017.1289553

Carrington, B., McDonald, 1., & NetLibrary, Inc. (2002). 'Race’, sport and British society
(Taylor & Francis e-Library ed.). London; New York: Routledge.

Charmaz, K. (2014). Constructing grounded theory (2" ed.). London, UK: Sage.

Coleman, M. (2012). Leadership and diversity. Educational Management Administration &
Leadership, 40(5), 592-609. doi:10.1177/1741143212451174

Commonwealth of Australia. (2017). Closing the gap Prime Minister’s report 2017.

Retrieved from https://www.pmc.gov.au/sites/default/files/publications/ctg-report-
2017.pdf

Cook, A. & Glass, C. (2013). Glass cliffs and organizational saviors: Barriers to minority
leadership in  work organizations?. Social Problems, 60(2), 168-187.
d0i:10.1525/sp.2013.60.2.168

Cottrill, K., Denise Lopez, P., & C. Hoffman, C. (2014). How authentic leadership and inclusion
benefit organizations. Equality, Diversity and Inclusion: An International Journal,
33(3), 275-292. doi:10.1108/edi-05-2012-0041

Coyle, J. (2014). Where are all the Koorie football players? The AFL and the invisible presence
of Indigenous Victorians. Sport in Society, 18(5), 604-613.
d0i:10.1080/17430437.2014.976009

70



Cunningham, G. B. (2007). Creating and Sustaining Gender Diversity in Sport Organizations.
Sex Roles, 58(1-2), 136-145. d0i:10.1007/s11199-007-9312-3

Cunningham, G. B. (2010). Understanding the under-representation of African American
coaches: A multilevel perspective. Sport Management Review, 13(4), 395-406.
d0i:10.1016/j.smr.2009.07.006

Cunningham, G. B., & Fink, J. S. (2006). Diversity issues in sport and leisure. Journal of Sport
Management, 20(4), 455-465.

Davis, P. J., Frolova, Y., & Callahan, W. (2016). Workplace diversity management in Australia.
Equality, Diversity and Inclusion: An International Journal, 35(2), 81-98.
d0i:10.1108/edi-03-2015-0020

DiMaggio, P., & Powell, W. W. (1983). The iron cage revisited: Collective rationality and
institutional ~ isomorphism in  organizational fields. American  Sociological
Review, 48(2), 147-160.

Dobbin, F., & Kalev, A. (2016). Why diversity programs fail. Harvard Business Review, 94(7),

14.

Dobbin, F., Sutton, J., Meyer, J.,, & Scott, R. (1993). Equal Opportunity Law and the
Construction of Internal Labor Markets. American Journal of Sociology, 99(2), 396-
4217.

Dobusch, L. (2014). How exclusive are inclusive organisations? Equality, Diversity and
Inclusion: An International Journal, 33(3), 220-234. doi:10.1108/edi-08-2012-0066

Doherty, A. J., & Chelladurai, P. (1999). Managing cultural diversity in sport organizations: A
theoretical perspective. Journal of Sport Management, 13(4), 280-297.

Doherty, A., Fink, J., Inglis, S., & Pastore, D. (2010). Understanding a culture of diversity
through frameworks of power and change. Sport Management Review, 13(4), 368-381.
d0i:10.1016/j.smr.2010.01.006

Elgenius, G. (2011). Symbols of Nations and Nationalism: Celebrating Nationhood. Palgrave
MacMillan, Basingstoke UK.

Elgenius, G. (Forthcoming 2018). Deconstructing the History of Nationalism: the Cultural Turn
and post-structuralism. In Berger and Storm (Eds.), Writing the History of Nationalism,
(Chapter 7). London: Bloomsbury Publishing.

71



Ferrer, J., & Turner, P. (2017). Indigenous player inclusion in the Australian Football League.
Equality, Diversity and Inclusion: An International Journal, 36(6), 519-532.
d0i:10.1108/edi-03-2017-0063

Frisby, W. (2005). The good, the bad, and the ugly: Critical sport management
research. Journal of Sport Management, 19(1), 1-12.

Gardiner-Garden, J. (n.d.). Closing the Gap. Retrieved from
https://www.aph.gov.au/About_Parliament/Parliamentary Departments/Parliamentary
_Library/pubs/BriefingBook44p/ClosingGap

Gillborn, D. (2010). The colour of numbers: surveys, statistics and deficit-thinking about race
and class. Journal of Education Policy, 25(2), 253-276. doi:
10.1080/02680930903460740

Gorman, S. (2012). Voices from the boundary line: the Australian Football League's Indigenous
Team of the  Century. Sport in  Society,  15(7), 1014-1025.
d0i:10.1080/17430437.2012.723371

Gorman, S., Lusher, D., & Reeves, K. (2016a). Understanding the importance and context of
vilification. Sport in Society, 19(4), 483-500. doi: 10.1080/17430437.2014.1002973

Gorman, S., Judd, B., Reeves, K., Osmond, G., Klugman, M., & McCarthy, G. (2016b).
Aboriginal Rules: The Black History of Australian Football. The International Journal
of the History of Sport, 32(16), 1947-1962. doi:10.1080/09523367.2015.1124861

Gray, M., Hunter, B., & Lohoar, S. (2011). Increasing Indigenous employment rates (Issue no.
3). Retrieved from https://www.aihw.gov.au/getmedia/71bb346a-1b83-4038-a2f7-
647e65a21445/ctg-ip03.pdf.aspx?inline=true

Guardian Sport. (2016). Indigenous AFL legend Adam Goodes: ‘Growing up, I knew I was
different’. Retrieved form
https://www.theguardian.com/sport/blog/2016/apr/20/indigenous-afl-legend-adam-
goodes-growing-up-i-knew-i-was-different

Hakim, Catherine (2000). Research design: successful designs for social and economic
research (2" ed.). London, UK: Routledge.

Hallinan, C., Bruce, T., & Burke, M. (2005). Fresh prince of colonial dome: Indigenous logic
in the AFL. Football Studies, 8(1), 68-78.

72



Hallinan, C. J., Bruce, T., & Coram, S. (1999). Up front and beyond the centre line: Australian
Aborigines in elite Australian rules football. International Review for the Sociology of
Sport, 34(4), 369-383.

Hallinan, C., & Judd, B. (2009a). Race relations, Indigenous Australia and the social impact of
professional ~ Australian football. Sport in  Society, 12(9), 1220-1235.
d0i:10.1080/17430430903137910

Hallinan, C., & Judd, B. (2009b). Changes in Assumptions about Australian Indigenous
Footballers: From Exclusion to Enlightenment. The International Journal of the History
of Sport, 26(16), 2358-2375. d0i:10.1080/09523360903457015

Hallinan, C., & Judd, B. (2012). Producing benevolence and expertise: Whitestreaming Marn-
Grook and the other constraints of Australian football. Journal of Australian Indigenous
Studies, 15(2), 5-13.

Hampton, R., & Toombs, M. (2013). Culture, identity, and Indigenous Australian people. In R.
Hampton, & M. Toombs (Eds.), Indigenous Australians and health: the wombat in the
room (pp. 3-23). Retrieved from https://espace.library.ug.edu.au/view/UQ:307539

Harcourt, M., Lam, H., & Harcourt, S. (2005). Discriminatory practices in hiring: Institutional
and rational economic perspectives. The International Journal of Human Resource
Management, 16(11), 2113-2132.

Heath, A. (2007). Crossnational patterns and processes of ethnic disadvantage. In A. Heath, &
S.Y. Cheung (Eds.), Unequal chances: Ethnic minorities in Western labour markets
(pp. 639-695). Oxford: Published for The British Academy by Oxford University
Press.

Heath, A., & Cheung, S. Y. (2006). Ethnic penalties in the labour market: Employers and
discrimination. Retrieved from
http://www.cinformi.it/index.php/it/content/download/1829/31970/version/1/file/ethni
c_penalities.pdf

Helme, S. (2010). Career decision-making: What matters to Indigenous Australians? Australian
Journal of Career Development, 19(3), 67-74.

Houh, E. (2012). Critical race theory. In D. Coghlan, & M. Brydon-Miller (Eds.), The SAGE
Encyclopedia of Action Research (pp. 216-219).

HREOC. (2006). What’s the score? A survey of cultural diversity and racism in Australian

sport. Retrieved from

73



https://www.humanrights.gov.au/sites/default/files/content/racial_discrimination/what
s_the_score/pdf/whats_the score_report.pdf

Hunter, B. H. (2005). The role of discrimination and the exclusion of Indigenous people from
the labour market. Culture, Economy and Governance in Aboriginal Australia,
University of Sydney Press, Sydney.

Hylton, K. (2010). How a turn to critical race theory can contribute to our understanding of
‘race’, racism and anti-racism in sport. International Review for the Sociology of Sport,
45(3), 335-354. doi:10.1177/1012690210371045

Ilari, P. M., & Williamson, J. (2011). What is a mechanism? Thinking about mechanisms
across the sciences. European Journal for Philosophy of Science, 2(1), 119-135.
d0i:10.1007/s13194-011-0038-2

Jalata, A. (2013). The impacts of English colonial terrorism and genocide on Indigenous/Black
Australians. Sage open, 3(3), doi: 2158244013499143.

Jarvie, G. (2003). Internationalism and Sport in the Making of Nations. Identities, 10(4), 537-
551. d0i:10.1080/714947399

Jensen, S. Q. (2011). Othering, identity formation and agency. Qualitative studies, 2(2), 63-

78.

Jensen, K., Ferndndez, C., & Brochmann, G. (2017). Nationhood and Scandinavian
naturalization politics: Varieties of the civic turn. Citizenship Studies, 21(5), 606-624.

Judd, B. (2010). Research reflections: Racism in Australian football - white Australian
rules!. Indigenous Law Bulletin, 7(20), 3-12.

Kalev, A., Dobbin, F., & Kelly, E. (2006). Best practices or best guesses? Assessing the efficacy
of corporate affirmative action and diversity policies. American Sociological
Review, 71(4), 589-617.

Kearney, A. (2012). Indigeneity and the performance of corporeal masculinities in the
Australian ~ Football ~ League.  Sport in  Society, 15(7), 936-951.
d0i:10.1080/17430437.2012.723354

Kelly, E., & Dobbin, F. (1998). How Affirmative Action Became Diversity Management.
American Behavioral Scientist, 41(7), 960-984.

Klarsfeld, A. (2009). The diffusion of diversity management: The case of

France. Scandinavian Journal of Management, 25(4), 363-373.

74



Konrad, A. M., & Linnehan, F. (1995). Formalized HRM structures: Coordinating equal
employment opportunity or concealing organizational practices? Academy of
Management Journal, 38, 787-820.

Kulik, C. T. (2014). Working below and above the line: the research—practice gap in diversity
management. Human Resource Management Journal, 24(2), 129-144.

Little, C. (2017). Heritier Lumumba hits out: ‘The AFL is incompetent in dealing with racism’.
Retrieved from https://www.theguardian.com/sport/2017/sep/06/heritier-lumumba-
hits-out-the-afl-is-incompetent-in-dealing-with-racism

Long, J. (2000). No racism here? A preliminary examination of sporting innocence. Managing
Leisure, 5(3), 121-133. doi: 10.1080/13606710050084829

Long, J., & Hylton, K. (2002). Shades of white: an examination of whiteness in sport. Leisure
Studies, 21(2), 87-103. doi:10.1080/02614360210152575

Long, J., Robinson, P., & Spracklen, K. (2005). Promoting racial equality within sports
organizations. Journal of Sport and Social Issues, 29(1), 41-59.

Luborsky, M. R., & Rubinstein, R. L. (1995). Sampling in qualitative research: Rationale,
issues, and methods. Research on Aging, 17(2), 89-113.
d0i:10.1177/0164027595171005

Lusted, J. (2009). Playing games with ‘race’: Understanding resistance to ‘race’ equality
initiatives in English local football governance. Soccer & Society, 10(6), 722-739.

Maynard, J. (2012). Contested space — the Australian Aboriginal sporting arena. Sport in
Society, 15(7), 987-996. d0i:10.1080/17430437.2012.723368

Mewett, P. G. (1999). Fragments of a composite identity: Aspects of Australian nationalism in
a sports setting. The Australian Journal of Anthropology, 10(3), 357-375.

Mifsud, J. (2012). Race cadets. Retrieved from https://www.theage.com.au/sport/afl/race-
cadets-20120301-1u629.html

Miller, D. (1995). On nationality (Oxford political theory series). Retrieved from
http://14.139.206.50:8080/jspui/bitstream/1/2718/1/Miller,%20David%20-
%200n%20Nationality.pdf

Mor Barak, M. E., Lizano, E. L., Kim, A., Duan, L., Rhee, M.-K., Hsiao, H.-Y., & Brimhall,
K. C. (2016). The promise of diversity management for climate of inclusion: A State-
of-the-Art review and meta-analysis. Human Service Organizations: Management,
Leadership & Governance, 40(4), 305-333. doi:10.1080/23303131.2016.1138915

75



Perchot, R., Mangin, F., Castel, P., & Lacassagne, M.-F. (2016). For a socio-psychological
approach of the concept of racial stacking. European Journal for Sport and Society,
12(4), 377-396. d0i:10.1080/16138171.2015.11730364

Pietsch, J. (2017). Diverse outcomes: Social citizenship and the inclusion of skilled migrants in
Australia. Social Inclusion, 5(1), 32-44.

Rankin-Wright, A. J., Hylton, K., & Norman, L. (2016). Off-colour landscape: Framing race
equality in sport coaching. Sociology of Sport Journal, 33(4), 357-368.
doi:10.1123/ssj.2015-0174

Reading, C. L., & Wien, F. (2009). Health inequalities and social determinants of Aboriginal

peoples’ health. Retrieved from
http://citeseerx.ist.psu.edu/viewdoc/download?d0i=10.1.1.476.3081&rep=repl&type=
pdf

Reconciliation Australia. (2016). The state of reconciliation in Australia summary. Retrieved
from http://www.reconciliation.org.au/wp-content/uploads/2017/11/State-of-
Reconciliation-Report SUMMARY .pdf

Reskin, B. F. (2003). Including mechanisms in our models of ascriptive inequality. American
Sociological Review, 68(1), 1-21.

Rigby, M. (2017). Racism, recognition and reconciliation in AFL: A young player’s
perspective.  Retrieved  from  http://www.abc.net.au/news/2017-06-01/racism-
recognition-reconciliation-afl-young-player-perspective/8575542

Roberson, Q. M. (2016). Disentangling the Meanings of Diversity and Inclusion in
Organizations. Group & Organization  Management, 31(2), 212-236.
doi:10.1177/1059601104273064

Saunders, M., Lewis, P., & Thornhill, A. (2009). Research methods for business students (5th
ed.). Retrieved from https://sisis.rz.htw-berlin.de/inh2012/12402512.pdf

Scott, W. R. (2014). Institutions and organizations: ldeas, interests, and identities (4" ed.). LA,
CA: Sage.

SCRGSP. (2016). Overcoming Indigenous disadvantage: Key indicators 2016. Retrieved from
http://apo.org.au/system/files/70463/apo-nid70463-151336.pdf

Shen, J., Chanda, A., D'Netto, B., & Monga, M. (2009). Managing diversity through human

resource management: an international perspective and conceptual framework. The

76



International Journal of Human Resource Management, 20(2), 235-251.
d0i:10.1080/09585190802670516

Singer, J. N. (2005). Addressing epistemological racism in sport management research. Journal
of Sport Management, 19(4), 464-479.

Spaaij, R. (2012). Beyond the playing field: Experiences of sport, social capital, and integration
among Somalis in Australia. Ethnic and Racial Studies, 35(9), 1519-1538.
d0i:10.1080/01419870.2011.592205

Spaaij, R. (2013). Cultural diversity in community sport: An ethnographic inquiry of Somali
Australians’  experiences.  Sport  Management  Review,  16(1), 29-40.
doi:10.1016/j.smr.2012.06.003

Spaaij, R., Farquharson, K., Magee, J., Jeanes, R., Lusher, D., & Gorman, S. (2014). A Fair
Game for All? How Community Sports Clubs in Australia Deal With Diversity. Journal
of Sport and Social Issues, 38(4), 346-365. d0i:10.1177/0193723513515888

Spaaij, R., Farquharson, K., & Marjoribanks, T. (2015). Sport and social inequalities. Sociology
Compass, 9(5), 400-411.

Spaaij, R., Magee, J., Farquharson, K., Gorman, S., Jeanes, R., Lusher, D., & Storr, R. (2018).
Diversity work in community sport organizations: Commitment, resistance and
institutional change. International Review for the Sociology of Sport 53(3), 278-295.

Spracklen, K., Long, J., & Hylton, K. (2015). Leisure opportunities and new migrant
communities: challenging the contribution of sport. Leisure Studies, 34(1), 114-129.
d0i:10.1080/02614367.2014.939989

Stronach, M., Adair, D., & Taylor, T. (2014). '‘Game over': Indigenous Australian sportsmen
and athletic retirement. Australian Aboriginal Studies, (2), 40.

Sutton, P. (2001). The politics of suffering: Indigenous policy in Australia since the 1970s.
Anthropological Forum, 11(2), 125-173. doi:10.1080/00664670125674

Tatli, A., & Ozbilgin, M. F. (2009). Understanding diversity managers’ role in organizational
change: Towards a conceptual framework. Canadian Journal of Administrative
Sciences/Revue Canadienne des Sciences de I'Administration, 26(3), 244-258.
doi:10.1002/cjas.107

Tatz, C. (1995). Racism and sport in Australia. Race & class, 36(4), 43-54.

Tatz, C. (2000). Uneven playing field. Index on Censorship, 29(4), 130-135.

77



Tolbert, P. S., & Castilla, E. J. (2017). Editorial essay: Introduction to a special issue on
inequality in the workplace ("what works?"). Industrial and Labor Relations Review,
70(1), 3-15. doi: 10.1177/0019793916675336

Tranter, B., & Donoghue, J. (2014). National identity and important Australians. Journal of
Sociology, 51(2), 236-251. d0i:10.1177/1440783314550057

UN. (2014). Overview. Retrieved from https://www.un.org/sport/content/why-sport/overview

Wilson, C. (2017). Nathan Buckley confrontation was the final straw for Heritier Lumumba.
Retrieved from https://www.theage.com.au/sport/afl/nathan-buckley-confrontation-
was-the-final-straw-at-collingwood-for-heritier-lumumba-20170818-gxz5ea.html

Yang, Y., & Konrad, A. M. (2011). Understanding Diversity Management Practices:
Implications of Institutional Theory and Resource-Based Theory. Group &
Organization Management, 36(1), 6-38. doi:10.1177/1059601110390997

78



Appendix 1 — Email invitation

Dear (insert name),

Dr Justine Ferrer and Dr Paul Turner, who are both staff members at Deakin University, are conducting
an independent research project into player career development and inclusion in the AFL. Mahsa Khatibi

is also on the project as a student researcher.

The research will explore career development in the context of inclusion and diversity, particularly
surrounding access to career opportunities for players from diverse backgrounds. The intention is to
understand with more depth what inclusion and diversity efforts the AFL and each club/association are

engaged in, and the associated links to career development opportunities for players.

If you are able to assist with this project please reply to the project researchers to express your interest
and we will contact you directly. If you feel that you are not the most appropriate person to participate
in the study but do know another person in your organisation please do not hesitate to forward this email
onto them, or alternatively, reply with the suggestion and we will follow up.

Thank you for your time and consideration,

Dr Justine Ferrer - Senior Lecturer, Department of Management, Deakin University

Dr Paul Turner — Senior Lecturer, Department of Management, Deakin University

Mahsa Khatibi
Master’s Program in Strategic Human Resource Management and Labour Relations

University of Gothenburg
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Appendix 2 — Interview guide

Thank you for allowing us to come and interview you, we know that you are exceptionally busy.

Before we start, we have a few forms here. One is a Plain Language Statement that outlines the project

and it is yours to keep. The other is a consent form for you to sign saying that you agree to partake in

this interview. Would it be ok with you for the interview to be recorded for transcription purposes?

Do you have any questions before we begin?

Begin interview:

1.

2
3
4.
5

Can you please state your name?

What is your position within the club?
How long have you been with the club?
What does your position entail?

Who do you report to?

Understand career planning all players (indigenous/multicultural)

We want to understand the career planning strategies that are put into place in the clubs.

6.
7.
8.
9.

10.
11.

What does career planning look like for the club?

Is career planning informed by AFL or AFL Players’ Association?

What does career planning entail for the club? Specific policy/strategy?

What type of role does the AFL or AFLPA have in the career development for players?

When does career planning start for players?

Are there adaptations to career plans for different groups of players? Multicultural and/or
indigenous? What do they look like?

Mechanisms for support

We want to know how players are supported through career planning throughout their playing careers.

12.
13.
14.

15.

What does career planning look like to a player? What type of support mechanisms are in place?
How do players provide input or feedback? What does a typical schedule look like?

Working with young men, it is hard to settle on a career choice. As a player, what if | change
my mind? What about the women?

What happens when a player changes clubs? Or you get a new player mid-career — do you start

again or bring previous plans?

Successes/ failures/ issues

We want to understand a little more about the career management plans for players, with examples.

16.

What happens when things go wrong? In what ways? Do you face issues with different groups?

Multicultural/Indigenous/women and career management?
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17. What issues does the career planning of players present? For the club? For the players,
themselves?
18. Successes? Example of successes?

19. What do players think of the career management system in place?

Post playing
We want to know how career management strategies extend beyond playing careers.
20. What ongoing support is provided?
21. How does the club maintain contact with players?
22. Are there any specific issues post playing with relation to career management?
Indigenous/multicultural issues?

23. Is there a duty of responsibility once the obligation of playing is over? What is the duty?

Talent Identification
We want to know about the way that the Club identifies talent for leadership and coaching positions.
Specifically, we want to draw out concerns about indigenous/multicultural player pathways. It is well
known that indigenous and multicultural players are underrepresented at the higher coaching and
administrative levels of clubs.

24. Does the club have a talent identification strategy? What does this entail?

25. How do you identify talent for leadership positions and/or coaching post playing? Is the talent

identified during playing careers or post playing careers?

26. What are the issues with the talent identification process?

27. Do you face any difficulties in talent managing multicultural or indigenous players?

28. How do you ensure diversity in leadership groups? Does the club have specific strategies in

place to enhance diversity in leadership/coaching positions?

Wellbeing of players
29. Does career management provide the opportunity to identify well-being issues for players? In

what ways? What mechanisms does the club then use to address these issues?
Is there anything else you would like to add that | haven’t asked you about today?

Do you think that | should speak to someone else at the club with respect to these issues?

Thank you for your time.
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