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[bookmark: _Toc177921308]Introduction
In collegiate and professional athletics especially, there is an immense pressure on coaches to be successful to maintain employment. This pressure is also felt by the athletic administrators whose jobs depend on hiring winning coaches. Because of this, both coaches and athletic directors look for ways to address the question: “What makes a successful coach?” 
Today, this answer could be found through consistent winning seasons; however, Valerie Kondos Field, former head coach of UCLA gymnastics, cautions against using winning as the only metric to judge success. She argues that real success does not always equate to merely winning. In her 2019 Technology, Entertainment, and Design (TED) Talk, Field shares she had to learn the hard way that defining success as winning can lead to being a “dogmatic dictator” (4:49). Being this type of authority figure can “produce compliant, good little soldiers,” but “it doesn't develop champions in life” (4:49). Field realizes that developing relationships with her athletes by being devoted to their lives outside of sport helps her to motivate them in ways she never could have otherwise. This process, while slow, requires patience, respectful honesty, and accountability; she also feels building trust and caring for the athlete as a person is more than worth it. Field encourages coaches to first define success for themselves and for their athletes and to make sure this definition aligns with their goals. From this point, communication and self-examination are key to keeping everyone on the same page. Field is clear that a ‘win’ for her is developing “champions in life” and not just in sport (2019, 15:12).
Although winning is certainly a part of success, an athletic administrator’s task when choosing a coach is to also look at the prospect’s coaching profile holistically to ensure the selection process has a chance of identifying the right person for the job. This includes looking at coaching records, styles, beliefs/morals, reviews, hearsay, mentors, traits, etc. The goal is to choose someone who has proven they possess the leadership traits that will aid in their effectiveness and ability to be successful. Looking at the candidate’s previous institutions’ success, and their role in that success, ultimately helps athletic directors determine if a prospect is the best choice. Having an in-depth look at traits that are proven to be successful has the potential to be a powerful tool for athletic administrators to possess when recruiting potential coaches. “At a time when integrity, value bases, and loyalty are being questioned, the selection of coaches who have the qualities and skills to develop programs in all areas, as well as with games, has become an essential part of an athletic administrator’s job” (Armstrong, 2001, p. 46).
A review of the literature pertaining to coaches’ success in athletics yielded an abundance of sources. The search was then narrowed to female coaches’ success which significantly reduced the number of journal articles. Finally, the search for articles about Coach Pat Summitt’s success in coaching yielded only one study which was performed in 2008. Despite her profound impact and forward advancement in not only women’s basketball but also coaching in general, there is a paucity of peer-reviewed research on Coach Summitt. Due to the lack of research in this area, the basis of this study will be on Coach Summitt’s success, but more specifically, on what characteristics of transformational and servant leadership she embodied.  
[bookmark: _Toc177921309]Brief Review of Literature of Pat Summitt
Coach Summitt began her coaching career at the University of Tennessee at age 22. She had no previous coaching experience at any institution. Complicating her first start, Tennessee allotted virtually no money to women’s basketball. Coach Summitt had to fight for women’s basketball on many issues: to play the entire length of the floor, to acquire a dedicated practice space, and most of all, to gain respect for her athletes and herself. Throughout her 38 years of coaching, she had a 100 percent-graduation rate amongst her athletes and an unprecedented 84 percent-win rate. She became the winningest coach in Division I basketball history with 880 wins (ultimately reaching 1098 wins), a title which she held for 15 years (Pat Summitt, n.d.; Tikkanen, 2023; Voepel, 2020). Furthermore, her teams won 32 Southeastern Conference titles and eight National Collegiate Athletic Association championships. Because of her success, she was chosen as the Naismith College Coach of the Year five times and was also named the Naismith College Coach of the Century (The Naismith Memorial Basketball Hall of Fame, n.d.; Pat Summitt, n.d.). 
Despite her professional accomplishments and the numerous human-interest articles about Coach Summitt, only one peer-reviewed study has been done which focused on her instructional methods as a coach. This behavioral analysis study by Becker & Wrisberg in 2008 on Coach Summitt mimicked the studies of Tharp & Gallimore in 1976 and 2004 on Coach John Wooden. Both studies examined instructive behaviors during practice and analyzed them to determine if there were a correlation between perceived player talent and level of instruction. They did not, however, use player or coach interviews as supplemental data, as was suggested by Gallimore and Tharp in their 2004 study. All four researchers stated they would have done one thing differently: “make every effort to gain the perspective of players, of coaches, of Coach Wooden himself” (Becker & Wrisberg, 2008, p. 208). Becker & Wrisberg (2008) further encouraged future researchers to implement qualitative approaches such as coach and athlete interviews to gain insight into their perspective rather than just looking at the quantitative behavioral data. This research on Coach Summitt will take a combination approach examining two leadership styles together: transformational and servant leadership. This method, though infrequently utilized, will be used to evaluate Coach Summitt as to not limit her to only one leadership style. While an interview with Coach Summitt herself would be impossible in the current timeframe, interviews with experts focusing on Coach Summitt’s leadership and coaching résumé will be utilized to offer insight into her illustrious career. 
[bookmark: _Toc177921310]Purpose of the Problem
The purpose of this study is to explore the leadership styles that shaped Pat Summitt’s success as a Division I Head Basketball Coach. Despite her profound impact on women’s basketball, research surrounding Coach Summitt is limited. To the impact of her leadership, Becker and Wrisberg (2008) suggest using qualitative methodologies to examine transformational and servant leadership. Semi-structured interviews will be used to evaluate Coach Summitt’s leadership in coaching. Participants will be asked a series of questions used to examine Coach Summitt through the lens of a combination of two leadership styles: transformational and servant. The goal of this research is to demonstrate how the leadership styles that Pat Summitt used shaped her into a successful coach.
[bookmark: _Toc177921311]Limitations
[bookmark: _Toc420995896][bookmark: _Toc422997483]This study will be limited to players, coaching staff, and athletic support staff who had direct contact with Coach Summitt from 1974-2012. As this period spans nearly four decades, hundreds of potential participants qualify for this study. Due to time and resource constraints, however, this study will only include 14 participants from various decades (Anderson, 2010). In addition, some participants from the earlier years of Coach Summitt’s tenure may not recall the smaller details of their everyday experiences as much as the those who worked with Coach Summitt more recently. Another limitation of qualitative research is the potential for data collection and analysis to be influenced by the researcher’s personal biases (Anderson, 2010). To reduce this, the researcher utilized bracketing as well as check-ins with the research team. Despite these limitations, the aim is to construct a balanced portrayal of Coach Summitt’s leadership which connects back to the chosen styles: transformational and servant. 
[bookmark: _Toc177921312]Delimitations
Coach Summitt was a very prominent figure amongst all of women’s athletics but especially in the basketball community. She played and worked in athletics in excess of four decades allowing her to develop many relationships. For this study, the focus is on players, coaching staff, and athletic support staff who had direct contact with Coach Summitt on a daily basis during her tenure as a head coach. Therefore, this study will not include members of the community, relatives of players, coaching staff, or athletic support staff, or family of Coach Summitt. 
[bookmark: _Toc177921313]Population Definitions
Players refer to athletes who were on the women’s basketball roster at the University of Tennessee at any point during the time period of 1974 to 2012. 
Coaching Staff refers to individuals who held the titles of associate or assistant coach for women’s basketball at the University of Tennessee at any point during the time period of 1974 to 2012. 
Athletic Support Staff refers to individuals who worked as managers, athletic administrators, or athletic training staff with women’s basketball at the University of Tennessee at any point during the time period of 1974 to 2012. 

[bookmark: _Toc177921314]
[bookmark: _Toc177921315]Review of Literature
The review of literature related to this study focused on three areas: scholarly articles written on Coach Summitt, literature on transformational and servant leadership, and studies done on the leadership styles of Coach Summitt. As discussed above, a scholarly search on Coach Summitt yielded only one peer-reviewed article, Becker & Wrisberg’s 2008 research study on behavioral patterns. Individual searches on transformational and servant leadership, respectively, generated hundreds of articles done on numerous institutions and organizations; none of these articles, however, discussed a combination approach of reviewing a leader through the lens of both transformational and servant leadership. Through this chapter, the literature surrounding both transformational and servant leadership theories will be discussed as well as the core values and examples Coach Summitt provides in her books: Reach for the Summitt and Raise the Roof. 
The concept of ‘We have to learn to walk before we can start to run’ is especially true when establishing the foundation for a leadership framework. Scholars must clearly define a framework before developing theories or styles under said framework and especially before comparing them. “[A leadership framework] provides a structured approach to leadership, guiding leaders in making decisions, fostering relationships, and achieving goals…it is a strategic plan that defines the key principles, practices, and tools leaders use to lead” (Taylor, 2023). 
	A leadership framework also consists of several key components: core leadership values, leadership styles, decision-making processes, communication strategies, and team dynamics and relationships (Taylor, 2023). Although these five components can be equally important to a successful framework, this research will focus on the chosen leadership styles of Coach Summitt, transformational and servant, the core values she instilled in her teams, and her use of these which resulted in a successful career. Leaders customize their leadership framework to best fit their organization. There is no ‘one-size-fits-all’ in leadership or coaching; therefore, leaders must develop what works best for their organizations and personnel. For this study, transformational and servant leadership will be the two leadership styles used to evaluate Coach Summitt’s successful tenure as a head coach. Transformational and servant leadership have been compared and analyzed in terms of organizational outcomes numerous times (Anderson, 2018; Bass, 2000; Parolini et al., 2009; Schneider & George, 2011; Stone et al., 2004). Both have also been used to analyze and categorize the behavior of coaches; however, they have not been used in congruence to evaluate coaches holistically. 
There are those who do not believe transformational and servant leadership can be utilized interchangeably predominantly for reasonings of servant leadership performing better as a “stand-alone leadership approach” (Hoch et al., 2016, p. 502). Servant leaders are known to recognize personal limitations and put their focus on the growth of their followers while transformational leaders are those that can help their followers reach collective or organizational goals (Xie, 2020). Despite the disagreements amongst scholars on this topic, the premise remains the same in that the foundations have to be laid before comparing or contrasting with any certainty. The following two sections will first discuss the background of both leadership styles in order to understand what is being compared. Following this, the lessons and observations from Coach Summitt’s books, Reach for the Summitt and Raise the Roof, will be discussed in terms of her core leadership values.
[bookmark: _Toc177921316]Leadership Styles
The first component of a leadership framework is choosing the leadership styles that a leader will use. This decision may not be a conscious one, but it is important, nonetheless. The leadership styles that people follow will impact how they interact with the organization and personnel. The two leadership styles that will be used to evaluate Coach Summitt in this study are transformational and servant leadership. They will first be described individually with a combination approach to follow (Taylor, 2023). 
[bookmark: _Toc177921317]Transformational Leadership
Research surrounding leadership models has been heavily dominated for nearly five decades by transformational leadership, a term coined in the late 1970s by James MacGregor Burns (Hoch et al., 2016). The model itself was not refined further into a theory until the mid-1980s when Bernard Bass developed its main principles and facets in the form of four I’s: idealized influence/charisma, individualized consideration, intellectual stimulation, and inspirational motivation (Figgins et al., 2019; McCall, 1986). Bass found transformational leadership to be a way “to motivate followers and enable them to accomplish challenging organizational tasks” (Xie, 2020, p. 221). In this theory, followers are inspired to “achieve organizational goals and thus enhance overall job performance” (Xie, 2020, p. 221). This definition of transformational leadership was criticized amongst the research community due to its ‘fatal flaw’ of not putting followers’ or organizational needs above the leaders’ (Tepper et al., 2018).
In an effort to correct this shortcoming, Podsakoff and others (1996) introduced the concept of transformational leaders needing to “transcend self-interests for the sake of the organization [or followers]” (Xie, 2020, p. 221). Though Tepper et al. (2018) held the belief that transformational leadership was “a static behavioral pattern that stabilizes at a certain level and after that remains constant” (Xie, 2020, p. 221), it is more likely that people who employ transformational leadership only behave in a transformational way occasionally. Meaning, transformational leaders would likely not rigidly follow the limited characteristics set by Bass but would rather employ specific attributes of the theory in various situations (McCall, 1986). 
Another important distinction Bass & Steidlmeier (1999) make is between the ideas of authentic transformational leadership and pseudo-transformational leadership. Authentic transformational leaders truly want the organization to succeed and will do anything they can to aid in that success. Pseudo-transformational leaders, on the other hand, put their own interests above those of their organization which forces a certain ideology on their followers. Bass & Steidlmeier (1999) held that the person must have the “moral foundations of legitimate values” to truly be considered an authentic transformational leader (p. 184). Scholars expressed that authentic transformational leaders should also exhibit long-term vision rather than only concerning themselves with day-to-day tasks. The vision they develop and communicate should not only be positive and create empowering working conditions that increase their follower’s commitment and performance but should also encourage them to continue learning/developing. Lam (2002) stresses how transformational leaders “can positively influence the process and results of organizational learning” (Xie, 2020, p. 221). Transformational leaders have to prioritize showing support for their followers to guard against the stress of organizational needs overtaking them and potentially causing burnout (Xie, 2020).
[bookmark: _Toc177921318]Servant Leadership		
As aforementioned, transformational leadership has long been the dominant theory in research, but servant leadership has been the topic of studies in more recent years (Dvir et al., 2002; Hoch et al., 2016; Sendjaya et al., 2008; van Dierendonck, 2011). The term of servant leadership was coined by Robert Greenleaf in 1977, however, eight years before that of transformational leadership. Despite this, Greenleaf did not develop criteria for servant leadership until 2008. Some of the questions he proposed to identify the signs of a true servant leader are as follows: “Do those served to grow as persons? Do they, while being served, become healthier, wiser, freer, more autonomous, more likely to become servants?” (Greenleaf, 2007, p. 83). Even though Greenleaf is credited with creating and developing an interpretation for servant leadership, he also created confusion on the exact definition. Some believe his questions did more harm than good at times as many could not understand the questions enough to categorize themselves as servant or otherwise (Anderson, 2018; van Dierendonck, 2011).
 The fundamental part of the definition that is agreed upon is that servant leaders put other’s needs before their own in order to “make a broader contribution to society in the long run” (Xie, 2020, p. 222). Beyond that, scholars tend to have their own opinions on what servant leadership is. Some say servant leadership is more of an individual leadership approach rather than organizational because it “relies on humility, care, concern, benevolence, altruism, service, fairness, and a friendship-related definition of love” (cited in Xie, 2020, p. 223). Others hold that it cannot be performance-oriented because it does not “sacrifice people on the altar of profit and growth” (Sendjaya, 2015, p. 4). Larry Spears (2010), however, used the foundation that Greenleaf created to set 10 key characteristics for servant leaders: listening, empathy, healing, awareness, persuasion, conceptualization, foresight, stewardship, commitment to the growth of people, and building community. Spears did not dismiss Greenleaf’s original description despite the confusion it caused, but rather he reframed the characteristics into skills more easily identified (Xie, 2020).
[bookmark: _Toc177921319]Core Leadership Values		
While leaders might structure their leadership framework using five distinct sections, Coach Summitt was able to combine the three individual components of decision-making, communication, and team dynamics and implement them as part of her core leadership values. Core values of leaders are a reflection of their character and morals. Establishing these values within their organization and personnel can only happen by first building trust and respect (Taylor, 2023). “Teamwork is not created by like-mindedness. It is an emotional cohesion that develops from mutual respect and reciprocity and from coping with good times and adversity” (Summitt & Jenkins, 1998b, p. 175). 
It is clear through reading her books that Coach Summitt had a plan when it came to what characteristics her team would and would not embody. This set of core values that she describes in Reach for the Summitt is named the Definite Dozen:
respect yourself and others
take full responsibility
develop and demonstrate loyalty
learn to be a great communicator
discipline yourself so no one else has to
make hard work your passion
don’t just work hard, work smart
put the team before yourself
make winning an attitude
 be a competitor
 change is a must
 handle success like you handle failure
These are not entirely unlike General Robert Neyland’s Maxims or Coach Wooden’s Pyramid of Success except they are not exclusive to sport. Coach Summitt explained how she was more concerned with preparing her players for life rather than just playing the game of basketball. She believed in the value of pursuing an education and learning how to be successful in life: ideas which are threaded throughout her books Reach for the Summitt and Raise the Roof (Summitt & Jenkins, 1998b).
“Any realistic formula [for success]” Coach Summitt says, “must have five things: people, system, communication, work ethic, and discipline” (Summitt & Jenkins, 1998b, pp. xiv-xv). Knowing this, it is easy to draw connections between these five basics, her Definite Dozen, as well as the three other components of a leadership framework: decision-making, communication, and team dynamics. Relationships were at the center of everything for Coach Summitt. She could not be out on the court playing the game herself, but she also could not coach the game entirely on her own. Coach Summitt understood the dynamics of a team and thus the importance of communication and decision-making. She was skilled at putting together a staff who individually had strong skills, but together, they were able to use them to make a united team. She understood the value of delegation and the placement of her players and coaching staff in positions where they would thrive just as servant leaders “serve to build the competencies of followers, remove hindrances, encourage innovation, and empower creative problem-solving and organizational dynamics” (Nauman et al., 2021, p. 17).
A main characteristic of both servant and transformational leadership that Coach Summitt embodied was the empowerment and involvement of her team, players and coaches alike. Coach Summitt discussed at length in her books about the responsibility her athletes, especially upperclassmen, had in teaching and mentoring the younger players. She emphasized how crucial it was to have the athletes be part of the decision-making process which is a hallmark of transformational leadership. If the players felt they had a part in the development, they were more likely to take ownership of the team which led to accountability and responsibility. Allowing them to be a part of setting the standards of the team demonstrated mutual respect which “is the first step towards team building” (Summitt & Jenkins, 1998b, p. 12). 
Another vital skill for a team is the communication. Imagine during a game Coach Summitt called the next play only to the players and coaches on the bench instead of the five players on the court. Chaos would ensue because the players on the court would not have received the communication from the coach. Learning to be an effective communicator means articulating the organization’s vision and goals to the team so that the individuals can carry out their roles. Armstrong (2001) says a transformational leader’s vision is “compelling and contagious” because a “united effort tends to enhance performance” (p. 45). Putting others first is a part of the Definite Dozen because of its importance in working cohesively. Servant leaders teach their followers to work together by communicating which in turn should spark group collaboration with the mission of reaching collective goals (Nauman et al., 2021).
[bookmark: _Toc420995900][bookmark: _Toc422997487]A mantra that Coach Summitt engrained in her players and staff was, “Winners are not born, they are self-made” (Summitt & Jenkins, 1998b, p. 4). She taught them that to be a winner they have to work hard and earn it. In Reach for the Summitt (1998b), Coach Summitt taught her players not to rely on the successes they had in high school or even in previous collegiate seasons. She stressed they must continuously work hard to earn and maintain their reputation year after year. In this same manner, Armstrong (2001) said that transformational leaders “are created, not born” (p. 44). Coach Summitt continually demonstrated this fundamental belief as evidenced in the way she taught her athletes using the Definite Dozen. 

[bookmark: _Toc177921320]
[bookmark: _Toc177921321]Methodology
To have a deeper understanding of the coaching and leadership style of Coach Summitt, a qualitative research design was used to collect information from players, coaching staff, and athletic support staff who had direct contact with her during her tenure as head coach at the University of Tennessee from 1974-2012. This chapter is organized in the following way: (a) participants, (b) procedures, and (c) data treatment and analysis. 
[bookmark: _Toc177921322]Participants
The sample included 14 participants: 8 players, 1 coaching staff, and 5 athletic support staff. 
Joan Cronan worked with Coach Summitt for 29 years as the Women’s Athletic Director at the University of Tennessee from 1983-2012 (Joan Cronan, n.d.).
Debby Jennings worked with Coach Summitt as the first Director of Media Relations for women’s sports at the University of Tennessee for 35 years from 1977-2012 (University of Tennessee Athletics, 2022).
Mickie DeMoss was brought on as an Assistant Coach and head of recruiting in 1985 and worked under Coach Summitt until 2003 and again from 2010-2012 (University of Tennessee Athletics, n.d.-a).
Dara Worrell worked in athletics at the University of Tennessee for nearly 29 years from 1993-2022 in ticket operations and development, working directly with Coach Summitt in her role as Associate Athletics Director for Development (Dara Worrell, n.d.).
Suzanne Singleton, formerly Barbre, was a part of Coach Summitt’s first team, playing from 1974-78 (Suzanne Barbre, n.d.).
Pam Marr played under Coach Summitt from 1982-86 and appeared in two Final Four’s (1984 and 1986) (Harralson, 2023; Pam Marr, n.d.).
Kathy Knoll, formerly Spinks, was a player under Coach Summitt from 1984-88 and had three final four appearances in 1986, 1987, and 1988 (University of Tennessee Athletics, n.d.-b).
Abby Conklin was a player under Coach Summitt from 1993-97 and was a two-time national champion in 1996 and 1997 (Abby Conklin, n.d.).
Semeka Randall-Lay played for Coach Summitt from 1997-2001 and was a member of the undefeated 1998 national championship team (Semeka Randall Lay, n.d.).
Drew Johnson worked under Coach Summitt as a student manager from 1996- 2001 and was a support staff member of the 1996, 1997, and 1998 national championship teams. 
Sidney Marlborough, formerly Spencer, played for Coach Summitt from 2003-07 and was a member of the 2007 national championship team (University of Tennessee Athletics, n.d.-c).
Alexis Hornbuckle played for Coach Summitt from 2004-2008 and was a two-time National Champion in 2007 and 2008 (Alexis Hornbuckle, n.d.).
Ariel Massengale played at the University of Tennessee from 2011-2015, making four elite eight appearances, and was a member of Coach Summitt’s last recruiting class (University of Tennessee Athletics, n.d.-d).
[bookmark: _Toc177921323]Procedures
	International Review Board (IRB) approval was obtained prior to recruiting participants or data collection. Individuals who held the title of player, coaching staff, or athletic support staff and worked directly with Coach Summitt from 1974-2012 were eligible to take part in this study. To begin the recruitment process, a list of email addresses and/or phone numbers was compiled from working relationships as well as departmental connections. From there, the individuals on the initial list were contacted using a standard recruitment email (see Appendix A). After 2 weeks, a follow-up email was sent (see Appendix B). Finally, after 30 days a final follow-up email was sent (see Appendix C). If the individuals replied to any of the above emails, a scheduling and consent response was sent with the consent document attached (see Appendices D and E). The written informed consent document template was provided by the UT IRB website and then guidelines were adapted to reflect the needs of the study. Participants were also given the option to provide contact information for other individuals that met the study criteria which began the snowball sampling. 
Semi-structured interviews were conducted using an interview guide with questions developed from Coach Summitt’s Definite Dozen, traits from transformational and servant leadership theories, and a similar qualitative study (N. Sheridan, personal communication, March 25, 2024) (see Appendix F). This data collection method was chosen “to better understand the participant’s unique perspective” because “it permits interviews to be focused while still giving the investigator the autonomy to explore pertinent ideas that may come up in the course of the interview” (Adeoye‐Olatunde & Olenik, 2021, p. 1360). The interviews were scheduled for 1 hour and conducted from June 25, 2024, through August 29, 2024. Interviews were recorded and transcribed digitally on Zoom. Each participant was asked to give verbal consent at the beginning of the interview before proceeding with interview questions. Participants were advised of their rights about discontinuing the interview or revoking their answers at any time during or after the interview.
[bookmark: _Toc177921324]Pilot Interviews
	In order to practice interviewing for the study, two pilot interviews were conducted with individuals from teaching and coaching backgrounds. Neither worked directly with Coach Summitt but both had surface knowledge of the subject. Because the questions for this study were pieced together from various sources rather than a single, previous study, testing the verbiage and follow-ups beforehand was imperative. Majid et al. (2017) studied the effectiveness of using the technique of piloting in qualitative studies as it is more frequently used in quantitative studies. The authors discuss how piloting interviews can be used to “address potential practical issues” by “trying out the questions” (p. 1074). They go on to say that piloting interview could strengthen the interview protocols by helping to “identify if there are flaws or limitations within the interview design” (p. 1074). After conducting the pilot interviews, the interview guide was rearranged, and several questions were reworked to improve the progression and continuity of the interview.
[bookmark: _Toc177921325]Bracketing
	Another technique used in this study was bracketing. There is not a distinct definition of bracketing within the research community; one researcher describes it as “the task of sorting out the qualities that belong to the researcher’s experience” (Drew, 2004, p. 215). Other researchers, Starks and Trinidad (2007), emphasize that the researcher “must be honest and vigilant about her own perspective, pre-existing thoughts and beliefs, and developing hypotheses” (p. 1376). The process of bracketing is used to become aware of any assumptions or biases “with the analytic goal of attending to the participants’’ accounts with an open mind” (Starks & Trinidad, 2007, p. 1376).
	There are several methods in which to perform bracketing: 
· writing notes during data collection and analysis to “examine and reflect upon the researcher’s engagement with the data” (Tufford & Newman, 2010, p. 86)
· being interviewed by an outside source to recognize and state preconceptions and biases
· self-reflecting through journaling before, during, and after data collection 
	Researchers place importance on choosing the appropriate bracketing method for the study, but they also mention that the methods are not mutually exclusive. For this study, a bracketing interview was used as well as a reflexive journal entry following the interview. These methods were used in congruence to recognize and become aware of any assumptions or biases about Coach Summitt.  
[bookmark: _Toc177921326]Data Analysis
	The data was analyzed using an inductive thematic analysis approach. Braun and Clarke (2006) describe a thematic analysis approach as “a method for identifying, analyzing, and reporting patterns (themes) within data. It minimally organizes and describes your data set in (rich) detail” (p. 6). By using an inductive thematic approach, coding and analysis will be driven by the dataset itself, meaning codes and themes will be derived from the content of the data (Braun & Clark, 2012). The authors provide a six-step guide that the researcher followed in the analysis phase of the study. 
[bookmark: _Toc177921327]Step 1: Familiarize Yourself with Your Data
	In the data collection stage of this study, the researcher utilized Zoom recordings to digitally transcribe the audio from each interview. Upon completion of all 14 interviews, the researcher spent time reading through each interview in its entirety, checking with audio recordings when necessary. This initial step was used for the researcher to become familiar with the transcriptions, as well as to become “immersed” in the “depth and breadth of the content” (Braun & Clarke, 2006, p. 87). The researcher did not take any notes during this initial phase.
[bookmark: _Toc177921328]Step 2: Generate Initial Codes
	In the second phase of analysis, the researcher proceeded to read through all 14 interviews a second time, highlighting key words, phrases, or quotes. Braun and Clarke (2006) describe this step as “working systematically through the entire data set, giving full and equal attention to each data item, and identifying interesting aspects in the data items that may form the basis of repeated patterns (themes) across the data” (p. 89). After highlighting initial codes in each interview, the researcher transferred each data extract to a notebook for consolidation purposes. Braun and Clarke (2006) encourage “coding for as many potential themes/patterns as possible” because “you never know what might be interesting later” (p. 89). The time was a factor, the researcher was able to generate hundreds of data extracts in this stage. 
[bookmark: _Toc177921329]Step 3: Search for Themes
	The researcher found stage three to be the most overwhelming part of the analysis as it begins with a long list of various codes pulled from the dataset. During this step, the researcher found using different colored highlighters to be the most helpful in sorting the various codes into emerging themes. Braun and Clarke (2006) caution researchers to “not abandon anything at this stage” even though some candidate themes or sub-themes may “need to be combined, refined and separated, or discarded” (p. 91). Following the sorting and categorization process, the researcher ended stage three with 25 emerging themes (see table 3.1). 
[bookmark: _Toc177921330]Step 4: Review Themes
	During step four, the researcher took the 25 candidate themes from the previous step and refined them. During this refinement phase, the researcher combined some themes as well as discarded other themes in which the “data within the themes [did not] cohere together meaningfully” (Braun & Clarke, 2006, p. 91). After initially consolidating the candidate themes from 25 to 9 (see table 3.2), the researcher narrowed down the themes even further. While consolidating the potential names of the themes changed several times as the researcher evaluated the thematic map in regards to the data set as a whole. Braun and Clarke (2006) give “a word of warning [that] coding data and generating themes could go on ad infinitum” (p. 92) as can editing of any written work, so it is important to know when to stop. After several rounds of fine-tuning, the researcher ended this stage with five refined themes: vision, discipline, mentorship, dynamic, and authentic.
[bookmark: _Toc177921331]Step 5: Define and Name Themes
	Step five of the analysis began with the researcher taking the five themes from the previous step and organizing them within the chosen leadership frameworks of transformational and servant. During this stage, the researcher evaluated the main themes  to determine if there was any overlap. Through this, researcher found that two of the themes identified in the previous stage were better suited to be sub-themes are they more complex theme. Though the researcher had already given the themes working titles in the previous stage, this is the point where the “names needed to be concise, punchy, and immediately give the reader a sense of what the theme is about” according to Braun and Clarke (2006, p. 93). The researcher finished this phase with three main themes (visionary, authentic, and mentor) and two sub-themes (accountability and ambition).
[bookmark: _Toc177921332]Step 6: Produce the Report
	Step six of the analysis process involved the write-up of the results. The researcher’s task in writing the report on the thematic analysis was “to tell the complicated story of the data in a way which convinces the reader of the merit and validity of the analysis” (Braun & Clarke, 2006, p. 93). The report needed to be concise while also providing sufficient evidence of the themes, meaning the researcher needed to show “enough data extracts to demonstrate the prevalence of the theme” (p. 93). It was also important to demonstrate the theme without being too complicated or unnecessarily complex. The data extracts or codes should be examples that illustrate the themes which helped to “go beyond description…and make an argument” (p. 93) in relation to the researcher’s purpose statement. The researcher also needed to select compelling examples from the data that illustrated the themes as the report needed to show more than just data. The fully developed write-up can be found in chapter four with the discussion following in chapter five.



























[bookmark: _Toc177764912]Table 3.1.
Themes from Step 3 of Thematic Analysis
	Emerging Themes

	Passion

	Driven

	Vision/Knew What She Wanted

	Hard Work

	Teacher/Leaning Moments

	Preparing for Life

	Selflessness/Loved the Game

	Genuine/Approachable

	Revolutionary/Transformative

	Led By Example

	Lifelong Learner

	Accountability/Definite Dozen

	Strove to Be Better

	High Standards/Expectations

	Consistent

	Work Ethic

	Adapt/Adjust

	Direct/Honest

	Put People First

	Intentional

	Determined

	Sisterhood/Family

	Commitment

	Relatability/Proven Success

	Confident













Table 3.2.
Themes from Step 4 of Thematic Analysis
	Consolidated/Grouped Themes

	Strove to Be Better, Driven, Determined

	Accountability, High Standards

	Work Ethic, Passion, Commitment

	Revolutionary, Selflessness, Vision

	Put People First, Sisterhood/Family

	Preparing for Life, Teacher

	Relatability, Consistent, Genuine

	Lifelong Learner, Intentional, Led By Example

	Direct, Confident
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Results
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Words.
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1. [bookmark: _Toc177921335]
[bookmark: _Toc177921336]Discussion
	Words. 
[bookmark: _Toc177921337]Future Directions
	The goal is to provide more resources to coaches looking to improve their instructional methods and to athletic administrators for hiring purposes. 
[bookmark: _Toc177921338]Conclusion
	Words. 
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[bookmark: _Toc177921344]Recruitment Email
Hello (Participant Name),
My name is Madeline Reagan, and I am a Sport Management master’s student at the University of Tennessee. I am conducting a study examining how Pat Summitt used transformational and servant leadership qualities to be successful as a coach. To do so, I hope to conduct interviews with people who had direct contact with Coach Summitt in varying capacities during her time as head coach. 
I’m reaching out to you because I feel you could offer valuable insight into the leadership qualities Pat Summitt exemplified as a coach. If you are available, I would like to interview you regarding your experiences with Coach Summitt and, in your opinion, the leadership qualities she embodied to make her successful. The interview should not take longer than 1 hour.
This study requires your consent, and should you be willing to participate, I will send you the necessary informed consent forms further detailing the study via email. Thank you for your time, and I hope you will be able to assist me in this research as it will give insight into various perspectives of Coach Summitt’s leadership styles which could directly benefit both current and future coaches. Should you have any further questions now or at any point during the study, the researcher, Madeline Reagan, can be reached by email at mreagan7@vols.utk.edu, or by phone at (865) 719-3277.

Sincerely,
Madeline
[bookmark: _Toc177921345]Appendix C
[bookmark: _Toc177921346]Initial Follow-Up Email
Hello (Participant Name), 
I wanted to follow up on my previous email regarding participation in my research study. I am happy to answer any questions you might have regarding the interview process or the study itself.

Sincerely, 
Madeline Reagan
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[bookmark: _Toc177921348]Final Follow-Up Email
Hello (Participant Name),
I hope this email finds you well. I wanted to send a final follow up to see if you have received my previous emails regarding participation in my research study. I also wanted to mention that Debby Jennings (former Director of Media Relations) is helping me reach out to former LV players and staff. She will be able to confirm my study if you would like to reach out to her. Thank you for your time. 

Sincerely, 
Madeline Reagan
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[bookmark: _Toc177921350]Consent and Scheduling Email
Hello (Participant Name), 
Thank you for your response and your willingness to participate in this research study. I will attach the informed consent document to this email for your review of which I will ask for verbal consent at the beginning of your interview. We are hoping to conduct interviews this summer and early fall, so please provide me with your availability beginning in June for a one-hour interview either in-person at the University of Tennessee, or online via Zoom (whichever you would prefer). If you have and are willing to provide the contact information (preferably email addresses) for any other former Lady Vol players, coaches, or support staff, please do so in your response to this email. Thank you again and I look forward to hearing from you soon. 

Sincerely, 
Madeline
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Consent for Research Participation
Research Study Title:    Combining Leadership Styles: An Examination of Pat Summitt
Researchers:    Jim Bemiller, University of Tennessee, Knoxville
	Madeline Reagan, University of Tennessee, Knoxville

Why am I being asked to be in this research study?
We are asking you to be in this research study because you served in a capacity which worked directly with Pat Summitt as a player, staff member, or support staff. We believe you can offer valuable perspectives of Pat Summitt’s success, your opinions of the specific leadership qualities Pat Summitt embodied, and how Pat Summitt demonstrated transformational and servant leadership.
What is this research study about?
The purpose of the research study is to examine the leadership styles Pat Summitt used in her tenure as head coach at the University of Tennessee through a combination approach.  
Who is conducting this research study?
This study is being conducted by researchers at the University of Tennessee, Knoxville.
How long will I be in the research study?
If you agree to be in the study, your interview will last approximately 1 hour.
What will happen if I say “Yes, I want to be in this research study”?
If you agree to be in this study, we will ask you to take part in a one-on-one interview with the researcher that should take no longer than 1 hour to complete. You will be asked questions pertaining to your perceptions of Pat Summitt’s success, your opinions of the specific leadership qualities Pat Summitt embodied, and how Pat Summitt demonstrated transformational and servant leadership. 
What will happen if I say “No, I want to be in this research study”?
Your participation in this study is voluntary; you may decline to participate without penalty. Your decision to participate/not participate in this research study will not affect your relationship with the University of Tennessee. 
What happens if I say “Yes” but change my mind later?
If you decide to participate, you may withdraw from the study at any time without penalty and without loss of benefits to which you are otherwise entitled. If you withdraw from the study before data collection is completed your data will be returned to you or destroyed.
Are there any possible risks to me?
There are minimal risks associated with participating in this study. For example, you may be asked questions involving personal opinions about or experiences had with Pat Summitt. If at any point you are uncomfortable with participating in this study, you can exit the study without penalty or consequence. You will have the option to review your interview transcript before the information is used in the study. 
Are there any benefits to being in this research study?
We do not expect you to benefit directly from being in this study.  Your participation may help us to learn more about Pat Summitt’s leadership styles that helped her become successful as a coach. We hope the knowledge gained from this study will benefit others in the future.
Who can see or use the information collected for this research study?
The data collected from your interview (audio recordings/transcripts and consent forms) will be securely stored on a password protected laptop with two-factor authentication. Only research personnel will have access to this information. The information collected from this study including your name, identifiable characteristics, and interview responses will be used in this study as well as publication. 
What will happen to my information after this study is over?
We will keep your information to use for future research or publication. You will have the option to review your interview transcript prior to use in the study. Your interview responses and any other identifiable data will be securely stored on the researcher’s computer and only accessible to qualified research personnel.
Who can answer my questions about this research study?
If you have questions or concerns about this study, or have experienced a research related problem, contact the researchers, Jim Bemiller (jimb@utk.edu, (865) 974-0359) or Madeline Reagan (mreagan7@vols.utk.edu, (865) 719-3277).  

For questions or concerns about your rights or to speak with someone other than the research team about the study, please contact: 
Institutional Review Board

The University of Tennessee, Knoxville
Phone: 865-974-7697
Email: utkirb@utk.edu 

STATEMENT OF CONSENT
I have read this form, and the research study has been explained to me. I have been given the chance to ask questions and my questions have been answered. If I have more questions, I have been told who to contact. I am agreeing to provide consent for use of my name and identifiable information on interview transcripts, in the research study, and in publication. I have received a copy of this document. 

	Yes
	No



Received Verbal Consent
Date   ______________________
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(Start Recording)

Welcome:
Thank you again for taking the time to talk with me today. My name is Madeline Reagan, and I am conducting a research study to understand the leadership qualities that Pat Summitt used as a coach. We are conducting interviews with people who had direct contact with Coach Summitt in varying capacities in order to gain a better picture of the leadership styles exemplified by Coach Summitt.

Consent: 
Before we begin the interview, do you have any questions regarding the consent document sent via email or the research study in general?

As discussed in the consent document, this study is not anonymous so your name, identifiable characteristics, and interview responses will be used in the study and publication. If you do not feel comfortable answering a question, please let me know and we can skip it. If at any point during or after the interview you do not wish to continue, you have the right to do so, and your responses will not be used. 

Do you agree with statements provided in the consent document? 

Thank you for your response. Could you please say and spell your name to ensure the accuracy for the project? 

Before proceeding with the interview questions, could you briefly describe what your relationship was with Coach Summitt?

We will now proceed with the interview questions. 

Questions:
1. Can you describe Coach Summitt’s leadership style?
2. What are some leadership qualities that Coach Summitt possessed that helped her teams be successful?
3. What factors impacted Coach Summitt’s coaching credibility amongst her teams?
4. What factors impacted her coaching credibility in the community?
5. What kind of presence did Coach Summitt have when she walked into a room?
6. How did Coach Summitt impact the character of the team and players?
7. How did Coach Summitt deal with conflict? [i.e. in the media, with her players/other coaches]
8. What are your experiences with Coach Summitt as a disciplined coach?
9. How did Coach Summitt deal with success? 
10. How did she deal with failure?
11. How did Coach Summitt handle the pressure of high expectations within the program and in the community?
12. What core values did Coach Summitt want her players to take away from their experiences with Lady Vol basketball?
13. Is there anything you would care to add about Coach Summitt’s leadership style/ coaching philosophy?
14. Is there anything that I did not ask you regarding your experiences with Coach Summitt that you would like to share?

That’s all the questions I have. As I mentioned at the beginning, we are hoping to interview people from various points in Pat’s career to gain a richer understanding of Coach Summitt’s leadership styles as a whole. Are there any former players/staff from 1974-2012 that you think would be beneficial for me to speak with on this topic?

Closing:
Thank you again for your willingness to participate in this research study. This interview will be transcribed using the audio recording collected today. Once all transcriptions have been analyzed, we will use the results to present our findings. I will be happy to provide you with a link to the publication once completed. 


This concludes the interview. 
(Stop Recording)





[bookmark: _Toc177921355]Vita
	Jane X. Doe was born. She wrote a thesis. She graduated. She followed instructions and wrote her vita in third person and paragraph form (as opposed to a resume or CV), which made her thesis consultant very happy.  This page is required.
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April 25, 2024          
 
James H Bemiller
UTK - Coll of Education, Hlth, & Human - Kinesiology, Recreation & Sports Studies
 
Re:  UTK IRB-24-08186-XM
Study Title:  Combination Leadership Styles: An Examination of Pat Summitt
 
Dear James H Bemiller:
 
The Human Research Protections Program (HRPP) reviewed your application for the above referenced project and 
determined that your application is eligible for exempt review under 45 CFR 46.101.  Category 2: Research that 
only includes interactions involving educational tests (cognitive, diagnostic, aptitude, achievement), survey 
procedures, interview procedures, or observation of public behavior (including visual or auditory recording) if the 
information obtained is recorded by the investigator in such a manner that the identity of the human subjects 
cannot readily be ascertained, directly or through identifiers linked to the subjects. 



Your application has been determined to comply with proper consideration for the rights and welfare of human 
subjects and the regulatory requirements for the protection of human subjects.
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 Recruitment Email - Appendix D - (Version 1.1)
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that have been dated and stamped IRB approved. You are approved to enroll a maximum of 20 participants. 
Approval of this study will be valid from 04/25/2024. 
 
Any revisions in the approved application, consent forms, instruments, recruitment materials, etc., must be 
submitted to and approved by the IRB prior to implementation. In addition, you are responsible for reporting any 
unanticipated serious adverse events or other problems involving risks to subjects or others in the manner 
required by the local IRB policy.
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permitted until a Study Update Form is received. Please be sure to also submit a Study Closure Request (Form 7) 
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permitted until a Study Update Form is received. Please be sure to also submit a Study Closure Request (Form 7) 
when all research activity, including data analysis, has been completed.
 
Sincerely,



Lora Beebe, Ph.D., PMHNP-BC, FAAN
Chair
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June 05, 2024          



James H Bemiller, J.D., MS Ed.
UTK - Coll of Education, Hlth, & Human - Kinesiology, Recreation & Sports Studies
 
Re:  UTK IRB-24-08186-XM
Study Title:  Combination Leadership Styles: An Examination of Pat Summitt
 
 
Dear James H Bemiller:
 
The UTK Institutional Review Board (IRB) reviewed your application for revision of your previously approved project, 
referenced above.  The IRB determined that your revision application is eligible for expedited review under 45 CFR 46.110(b), 
and that your study remains eligible for exempt status.  The following revisions to your project were approved as complying with 
proper consideration of the rights and welfare of human subjects:



 Application Version 1.3
o Amendment expands the inclusion criteria to include basketball players from 1974 – 2012.



 No documents to stamp/void.
 
Any alterations (revisions) in the research project must be submitted to and approved by the UTK Institutional Review Board 
prior to implementation of these revisions. In addition, you are responsible for reporting any unanticipated serious adverse events 
or other problems involving risks to subjects or others in the manner required by the local IRB policy.
 



 



Sincerely,
 



Lora Beebe, Ph.D., PMHNP-BC, FAAN
Chair











