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The current study examined NCAA Division I compliance employees utilizing Sport 
Employee Identification (SEI; Oja et al., 2020). Little academic inquiry has focused on the 
various ways sport employees, like NCAA compliance employees, identify with their 
organization. The current study attempted to establish SEI as an applicable construct 
in sport scholarship and examine potential outcomes of  SEI. Thus, the purpose of  
this study was to examine if  SEI contributes to organizational behavior outcomes of  
job satisfaction, lower turnover intentions, and organizational citizenship behaviors 
with NCAA Division I compliance employees. The researchers utilized a demographic 
form and a 24-item survey including the SEI instrument, job satisfaction, turnover 
intentions, and the relationship between SEI and organizational citizenship behaviors. 
Data analysis consisted of  confirmatory factor analysis, multiple one-way analysis of  
variance to analyze the connection between demographic variables and SEI, and re-
gression analyses to examine the relationship between SEI and potential organization-
al behavior outcomes. A total of  217 responses highlighted job satisfaction and lower 
turnover intentions as outcomes of  SEI, while organizational citizenship behaviors 
lacked enough support as an outcome of  SEI. The findings have the potential to assist 
intercollegiate executives in better managing their compliance personnel and under-
standing compliance identification processes. 
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The National Collegiate Athlet-
ic Association (NCAA) serves its 
member institutions by enforcing 

NCAA legislation created by the members. 
The NCAA places significant responsibili-
ty on each member institution to “comply 
with all applicable rules and regulations of  
the Association in the conduct of  intercol-
legiate athletics programs” (NCAA, 2021, 
p. 3). NCAA compliance employees, while 
employed by member institutions, primar-
ily assist the NCAA in its enforcement 
policies by establishing compliant athletic 
departments. Compliance employees must 
simultaneously help enforce NCAA legis-
lation and the policies of  their institution 
while managing multiple relationships with 
other administrators, coaches, and stu-
dent-athletes (Rhoden, 2009). As implied 
above, compliance employees represent a 
unique population of  individuals who play 
a vital role in the student-athlete experi-
ence by maintaining order in intercolle-
giate athletic departments. Thus, providing 
a positive work experience for compliance 
employees helps enhance student-athletes’ 
academic performance, well-being, and 
athletic performance (Kim et al., 2020). 

Minimal research has focused on ways 
NCAA compliance employees identify 
with their organization. Scholars have at-
tempted to gain a better understanding of  
sport employees, like compliance employ-
ees, by utilizing team identification scales 
to assess employees’ identity with their 
sport organization (Heere & James, 2007; 
Lock & Heere, 2017; Oja et al., 2015; 
Swanson & Kent, 2015, 2017). Applying 
team identification scales with sport em-
ployees, however, assumes sport employ-

ees to be fans of  their organization (Oja 
et al., 2020).

Previous research classified athletic de-
partment personnel into four subgroups: 
(a) entry; (b) mid-level tier II; (c) mid-lev-
el tier I; (d) executive (Ott & Beaumont, 
2020). Ott and Beaumont (2020) defined 
middle management employees in inter-
collegiate athletic departments as employ-
ees having responsibilities that support 
and progress the athletic department while 
having supervisory responsibilities over 
other administrators or departments. The 
director of  athletics exists as the sole qual-
ifier for an executive position, where any 
remaining associate (i.e., Mid-Level Tier I, 
assistant (i.e., Mid-Level Tier II), or rank-
and-file (i.e., Entry) athletic administrators 
assumed mid-level status in descending or-
der of  authority within the athletic depart-
ment (Ott & Beaumont, 2020). 

In recognizing the need for a sport em-
ployee specific measure, Oja et al. (2020) 
created a sport-specific construct for 
mid-level sport employees rooted in social 
identity theory (SIT) called Sport Employ-
ee Identification (SEI). SIT has previously 
been described as how membership in a 
group impacts an individual’s identity (Ta-
jfel, 1978; Tajfel & Turner, 1986). Since 
Oja et al. (2020) developed the SEI instru-
ment, some research has built upon the 
foundation of  SEI (e.g., Kim et al. (2023); 
Oja et al. 2023). However, the completion 
of  more studies are needed to better es-
tablish the SEI construct. Furthermore, 
no SEI studies specifically examined the 
varied identification processes of  com-
pliance employees in the sport industry. 
Therefore, the purpose of  this study is 
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to examine the connection between SEI 
and organizational behavior outcomes of  
job satisfaction, turnover intentions, and 
organizational citizenship behaviors for 
NCAA Division I compliance employees. 

Review of  Literature
Scholarly examinations of  compliance 

employees in intercollegiate athletics are 
limited with no studies that address com-
pliance employees’ identity as a sport em-
ployee. Past research focused on compli-
ance employee responsibilities (Bolton & 
Rosselli, 2017; Kaltenbaugh et al., 2013; 
Rogers & Ryan, 2007; Weight & Zul-
lo, 2015), ethical decision-making (Kihl, 
2006, 2007, 2009; Sagas & Wigley, 2014), 
as well as rule violations and NCAA sanc-
tions (Dixon et al., 2003; Pfleegor et al., 
2019; Pierce et al., 2008; Smith, 2015; 
Walker et al., 2018; Weston, 2011).

Maintaining a strong compliance de-
partment remains vital for an athletic 
department’s success and protecting stu-
dent-athletes and coaches (Wong et al., 
2015). Not only must compliance em-
ployees understand thousands of  NCAA 
bylaws, but much of  their responsibilities 
are to ensure all student-athletes, coach-
es, administrators, and other individuals 
and representatives of  athletics interests 
remain compliant with NCAA regulations 
(Wong et al., 2015). Compliance employ-
ees also face various challenges such as 
interpreting NCAA rules, working toward 
institutional goals and objectives (Kihl, 
2007), and managing multiple roles. Com-
bined, the various and changing tasks and 
responsibilities of  compliance employees 
can lead to role stress, which is comprised 
of  role conflict and role ambiguity (Par-

nell et al, 2022).
Previous scholarship conceptualized 

role conflict as situations where employ-
ees are expected to perform two or more 
contradicting tasks, while role ambiguity 
is the uncertainty of  which responsibili-
ties are part of  one’s role (Biddle, 1986). 
Parnell et al. (2022) referenced work from 
Jackson and Schuler (1985) when they 
stated, “role conflict and ambiguity can 
have several negative consequences, in-
cluding anxiety, lower commitment, ef-
fort, and performance” (p. 4). Parnell et al. 
(2022) identified role perception, unclear 
job description, and poor organizational 
communication regarding the position as 
areas that can lead to role stress and thus 
threats to successfully creating new po-
sitions or establishing new roles within a 
sport organization.

To maintain the sanctity of  intercol-
legiate competition and minimize uncer-
tainties in current legislation, the NCAA 
continues developing new rules and reg-
ulations for each division while placing 
greater complexity on the work envi-
ronment of  NCAA compliance employ-
ees (Sagas & Wigley, 2014; Smith, 2000; 
Weight & Zullo, 2015). For example, 
Pierce et al. (2008) implied role ambiguity 
when they noted the importance of  com-
pliance employees operating a compliant 
athletic department while “attempting to 
achieve a competitive advantage” in col-
lege athletics (p. 87). Similarly, Bolton and 
Rosselli (2017) analyzed the stress levels 
of  NCAA Division I compliance profes-
sionals and found reason to believe multi-
ple roles caused anxiety. 

Specifically, 28% of  compliance pro-
fessionals indicated their stress originat-
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ed from pressure from coaches, where 
17% indicated their stress originated from 
pressure from outside influences, and 
11% indicated their stress was both inter-
nally and externally driven (Bolton & Ros-
selli, 2017). Kim et al. (2020) previously 
suggested employees working to support 
student athletes should take on new roles 
and responsibilities to promote student 
athlete success. The complexity of  com-
pliance employees’ work environment 
combined with the challenge of  maintain-
ing a compliant athletic department and 
managing multiple roles with coaches, 
student-athletes, and administrators raises 
the question of  how compliance employ-
ees handle role conflict, ambiguity, and 
stress.  

Social Identity Theory
Tajfel (1978) defined Social Identity 

Theory (SIT) as “that part of  individu-
al’s self-concept which derives from his 
knowledge of  his membership of  a so-
cial group (or groups) together with the 
value and emotional significance attached 
to that membership” (p. 63). Membership 
of  certain groups or categories, in some 
form, affect an individual’s view of  their 
self  and helps create one’s social identi-
ty (Tajfel, 1978; Tajfel & Turner, 1986). 
Ashforth and Mael (2004) simplified this 
definition to the “perception of  oneness 
with or belongingness to some human 
aggregate” (p. 135). As individuals join 
groups, they tend to discriminate or act 
stereotypical toward outgroup members, 
often favoring the ingroup (Hogg & Ter-
ry, 2001; Jenkins, 2008; Stets & Burke, 

2000), and creating the notion of  ‘we’ 
and ‘them.’ More recently, Hogg (2018) 
discussed SIT as an analysis of  how in-
dividuals view themselves related to their 
group memberships and relationships.

Social categorization, an important 
aspect of  SIT, results from the ongoing 
identification process (Jenkins, 2008; Oja 
et al., 2020; Tajfel, 1978). As the identi-
fication process continues, employees 
then classify, categorize, and/or name 
themselves and others into separate so-
cial groups based on characteristics such 
as age, membership, gender, or cohort 
(Mael & Ashforth, 1992; Stets & Burke, 
2000; Tajfel & Turner, 1986). Social cat-
egorization further identifies the dif-
ferences among groups and similarities 
within groups (Worchel et al., 1998). Oja 
(2016) stated, “the need for distinction 
of  social groups reiterates the usefulness 
of  social categorization as it allows one 
to understand how an individual defines 
their group membership” (p. 21). Given 
the apparent intrinsic and extrinsic con-
flict experienced by compliance employ-
ees, senior administrators would be wise 
to consider how those unique employ-
ees situate themselves within the athletic 
department. Specifically, senior admin-
istrators should seek to understand if  
compliance employees experience sport 
employee identification processes (Oja et 
al., 2020) differently than other members 
of  the athletic department. Similarly, se-
nior administrators may want to consid-
er how role stress (Parnell et al., 2022) is 
encouraged and manifests in compliance 
employees.
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Organizational Identification
 Organizational identification has 

previously been defined as the “perception 
of  oneness with or belongingness to an 
organization, where the individual defines 
him or herself  in terms of  the organiza-
tion(s) in which he or she is a member” 
(Mael & Ashforth, 1992, p. 104). Similarly, 
Pratt (1998) suggested individuals identi-
fy with organizations when they incorpo-
rate their beliefs of  the organization into 
part of  their identity. Previous SIT litera-
ture defined organizational identification 
as a form of  social identification where 
individuals group themselves in different 
social categories and describe themselves 
in terms of  the organization (Ashforth 
& Mael, 1989; van Knippenberg & van 
Schie, 2000). As individuals group them-
selves in social categories and develop 
their identity within an organization, they 
may be less likely to become alienated or 
separated from the group (van Knippen-
berg & van Schie, 2000). 

Van Knippenberg and van Schie 
(2000) argued that organizations pro-
vide multiple memberships in different 
forms such as organizational member-
ships, departmental memberships, and 
work-group departmental memberships. 
They also discovered work-group identi-
fication acted stronger than identification 
with organizations due to its smaller size, 
as they observed a stronger correlation 
between work-group identification and 
job satisfaction, turnover intentions, job 
involvement, and job motivation versus 
organizational identification. Van Knip-
penberg and van Schie (2000) suggested 
future research may benefit organizations 

greatly from focusing more on work-
group identification versus organizational 
identification. Conversely, Gaertner et al. 
(2012) described how competition affects 
organizational identification as “win-lost, 
zero-sum competitive relations between 
groups, in particular, enhance the sa-
lience of  group boundaries and produce 
negative feelings toward and stereotypes 
about the other group” (p. 268). Con-
sideration for intercollegiate compliance 
officers highlights the need for a better 
understanding of  sport employees. While 
this unique population is tasked with pro-
tecting the athletic department, they also 
support and contribute to departmen-
tal and athletic team success. Oja (2016) 
discussed various components associated 
with competition and sport and displayed 
the various intersections of  competition 
and sport organizations. Further, Oja 
et al. (2020) and Oja et al. (2023) noted 
that competition, as it relates to pushing 
oneself  to get better in an organizational 
culture that supports “continual improve-
ment” can have a positive impact on iden-
tification (p. 212).

Sport Employee Identification
Various scholars addressed the impor-

tance of  recognizing sport management 
as a distinct discipline separate from gen-
eral management research (Chalip, 2006; 
Costa, 2005; Cunningham, 2013; Doherty, 
2013; Lis & Tomanek, 2020). Nonethe-
less, limited research exists regarding 
sport-specific theory and sport employ-
ee identities. Oja (2016) argued previous 
research failed to “yield an empirical ex-
planation for their (i.e., sport employees) 
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identification process” (p. 8). Similarly, 
Oja et al. (2015) argued that middle man-
agement employees generally outnumber 
coaches and administrators. The authors 
noted that research continually underex-
amined middle management employees 
of  sport organizations, and in particular, 
those employees that are simultaneously 
in positions to support and monitor the 
sport departments where they work. Sub-
sequently, Oja et al. (2015) and Oja et al. 
(2020) proposed the SEI model to better 
understand mid-level sport employees.

SEI development began when Oja 
et al. (2015) recognized the need for a 
sport-employee specific instrument and 
continued when Oja (2016) performed 
three separate studies aimed at formally 
creating a SEI instrument while examin-
ing the potential antecedents and organi-
zational outcomes outlined by Oja et al. 
(2015). Oja (2016) continued the work of  
Oja et al. (2015) and examined job satis-
faction, turnover intentions, counterpro-
ductive workplace behaviors (CWBs), 
and organizational citizenship behavior 
as potential outcomes of  SEI. Oja (2016) 
discovered mixed results with each poten-
tial outcome and SEI’s two dimensions in 
which neither SEI dimension was found 
to impact CWBs. Oja’s (2016) mixed re-
sults for both SEI dimensions suggest 
further investigation and validation need-
ed for the SEI instrument.

Oja et al. (2020) made critical strides 
in the development of  SEI by modifying 
SEI and identifying two key dimensions of  
SEI, sport affinity, and collective enhance-
ment. Sport affinity explores the similari-
ties between participants and their organi-

zation otherwise known as the “realization 
of  a sport symmetry between themselves 
and their sport organization” (Oja et al., 
2020, p. 278). Collective enhancement ex-
plores the overall enhancement of  one’s 
identity due to the “perceived unity” with 
their sport organization (Oja et al., 2020, 
p. 278). After Oja et al. (2020) formally 
created the SEI instrument, Oja and Bass 
(2020) measured the relationship between 
individual, organizational, and leadership 
antecedents and SEI.

In recent years, sport scholarship has 
embraced and continued to validate SEI. 
Oja et al. (2019) incorporated SEI into 
their examination of  a proposed psycho-
logical capital construct, authentic psy-
chological capital (A-HERO). Within, 
SEI is proposed as an antecedent variable 
to A-HERO and was proposed as a pos-
itive influence on A-HERO. Kim et al. 
(2023) carried the SEI-informed work of  
Oja et al. (2019) by validating the A-HE-
RO construct. Within, the authors found 
that pride, another antecedent to A-HE-
RO positively influenced SEI and the 
positive influence of  pride was increased 
with a longer tenure with an organization. 
The authors also noted that harmonious 
passion, the desire to do work freely, was 
also an antecedent to SEI and promoted 
organizational identification.

Oja et al. (2023) sought to identify 
how sport employees identify with their 
organization by employing semi-struc-
tured interviews informed in part by SEI. 
The authors justified their research on 
grounds that better understanding em-
ployee psychology and identity develop-
ment could promote improved workplace 
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performance. Overall, the authors identi-
fied three themes related to sport employ-
ee identity development revolving around 
personal experiences with sport, the 
alignment of  personal and organization-
al values, and group/team membership 
in the organization. Citing sport affinity 
(Oja et al., 2020), the authors found that 
alignment of  personal and organization-
al values contributed to the dimension of  
sport affinity. While no overt support of  
collective enhancement was identified, the 
concepts of  professionalism identified as 
part of  group/team membership are in 
line with Oja et al.’s (2020) definition of  
collective enhancement. 

Previous research not only created, 
tested, and developed a sport-employ-
ee-specific instrument, but it developed a 
valid and reliable instrument for scholars 
to explore sport employees’ identification 
processes (Oja et al., 2015; Oja, 2016; Oja 
et al., 2020; Oja & Bass, 2020). Research 
recently emerged regarding the impact of  
SEI on middle management sport em-
ployees and/or sport employees with po-
tential for conflicted feelings due to the 
nature of  their role, such as compliance 
personnel (Kim et al., 2023; Oja et al., 
2023; Oja et al., 2019). 

When developing the SEI instrument, 
previous studies utilized various middle 
management intercollegiate employees 
for participants, but the current study ex-
amines the effects of  SEI at a micro-level 
with a specific population of  profession-
als that are likely to experience role ambi-
guity (i.e., compliance employees). Thus, 
the purpose of  the current study was to 
extend SEI research by examining the po-
tential outcomes of  SEI on compliance 

employees relative to job satisfaction, 
turnover intentions, and organizational 
citizenship behaviors.  

Hypotheses
Based upon the work of  Oja (2016) 

and Oja et al. (2020, 2023), SEI should be 
an appropriate measurement model for 
NCAA Division I Compliance Employ-
ees. The investigators developed three 
hypotheses based on work of  Oja (2016). 
Specifically, the researchers analyzed work 
performed by Oja (2016) in testing the po-
tential outcomes of  SEI with 2,000 sport 
employees across various departments 
of  American intercollegiate athletics de-
partments. Oja (2016) examined organi-
zational citizenship behaviors, turnover 
intentions, job satisfaction, and counter-
productive workplace behaviors. Due to 
Oja (2016) discovering partial support 
for job satisfaction, turnover intentions, 
and organizational citizenship behaviors, 
the researchers predicted SEI to signifi-
cantly aid in predicting job satisfaction, 
lower turnover intentions, and organiza-
tional citizenship behaviors as outcomes 
of  SEI for NCAA Division I compliance 
employees.

The link between SEI and job satis-
faction relies on organizational identifica-
tion. Swanson and Kent (2015) identified 
a positive relationship between organiza-
tional identification and job satisfaction. 
Relatedly, van Knippenberg and van Schie 
(2000) indicated that work-group identifi-
cation was strongly correlated to job satis-
faction. Compliance employees are unique 
in athletic departments because they are 
tasked with ensuring athletic department 
employees and representatives adhere to 
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NCAA rules (Wong et al., 2015) while also 
trying to achieve the goals and objectives 
of  the department (Kihl, 2007). Though 
this balance is stressful for compliance 
employees (Bolton and Roselli, 2017), the 
uniqueness of  their positions likely pro-
motes work-group identification. As sug-
gested by van Knippenberg and van Schie 
(2000), this should contribute to positive 
job satisfaction for compliance employ-
ees.

H1: Compliance personnel SEI 
will positively influence job satis-
faction.

While job satisfaction is likely influ-
enced by organizational identity, turnover 
intentions may similarly be impacted by 
social identity. Here, being the member 
of  a group affects how individuals view 
themselves (Tajfel, 1978; Tajfel & Turn-
er, 1986). As part of  developing a social 
identity, individuals identify similarities 
within their group and differences from 
other groups (Worchel et al., 1998). Fur-
thermore, Hogg (2018) suggested indi-
viduals will view themselves in relation to 
their group membership and the relation-
ships they have formed. As compliance 
employees work in their unique positions 
(Wong et al., 2015), they likely feel a con-
nection within the compliance office and 
with their coworkers. This connection 
and social identity as a member of  the 
compliance office should make them less 
inclined to seek new employment.

H2: Compliance personnel SEI will 
positively influence lower turnover 
intentions.

 Organizational citizenship behav-
iors have been shown to relate to orga-
nizational identification and social iden-
tity. Pratt (2012) suggested that organi-
zational compliance is a likely outcome 
of  strong identification. Individuals with 
strong organizational identification and 
robust relationships within their work 
groups should engage in citizenship be-
haviors that benefit the organization and 
its interests (Cheney, 1983; Dutton et al., 
1994). As posited above, compliance em-
ployee responsibilities within an athletic 
department likely promote organizational 
identification and social identity through 
the tasks and relationships those workers 
experience. Therefore, compliance em-
ployees should engage in organizational 
citizenship behaviors.

H3: Compliance personnel SEI will 
positively influence organizational 
citizenship behaviors.

Method
Research Design and Data Collection

To develop the research questions and 
hypotheses, researchers utilized previous 
research performed by Oja (2016). The 
present quantitative study used conve-
nience sampling to target NCAA Division 
I compliance employees via email with a 
link to complete the questionnaire. Par-
ticipants included compliance employees 
currently employed with an NCAA Di-
vision I institution (i.e., Division I-FBS 
Power 5; Division I-FBS Group of  Five; 
Division I-FCS; Division I-NO) and ex-
cluded any administrative assistants, part-
time employees, graduate assistants, vol-
unteers, and interns. Before the solicita-
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tion of  participants, researchers received 
Institutional Review Board (IRB) approv-
al.

Researchers identified 914 email ad-
dresses from online staff  directories and 
participants received the invitation in ear-
ly January 2022 through email. A link to 
the online survey software Qualtrics was 
provided. Data collection remained open 
for four weeks. After completing data 
collection, researchers completed an au-
tomatic transfer of  responses from Qual-
trics into STATA software and performed 
a confirmatory factor analysis to ensure 
SEI as an appropriate measurement mod-
el for NCAA Division I compliance em-
ployees’ identity. Additionally, researchers 
analyzed the connection between each 
demographic variable and SEI through 
one-way ANOVAs. Finally, simple linear 
regression analyses were utilized to test 
H1, H2, and H3. 

Instruments 
The full instrument in this study in-

cluded questions from five instruments. 
The first portion consisted of  a demo-
graphics form. The second portion of  the 
survey consisted of  the two 4-item dimen-
sions of  the SEI instrument, collective 
enhancement and sport affinity (Oja et 
al., 2020), measured with a 7-point Likert 
scale where 1 equaled “strongly disagree” 
and 7 equaled “strongly agree.” The third 
and fourth portions of  the survey mea-
sured job satisfaction and turnover in-
tentions, and utilized two 3-item, 7-point 
Likert scales from Cammann et al. (1983). 
Job satisfaction measured individuals’ 
overall satisfaction with their current po-

sition and turnover intentions addressed 
participants’ intent to leave their position 
with their current organization. Lasty, the 
fifth portion of  the survey measured the 
relationship between SEI and organiza-
tional citizenship behaviors and utilized a 
10-item, 7-point Likert scale from Podsa-
koff  et al. (1990). As discussed by Podsa-
koff  et al. (1990), organizational citizen-
ship behaviors are behaviors exhibited by 
employees that go beyond their assigned 
duties.

Results
Reliability Assessments

In order to determine model reliabil-
ity, each factor’s construct reliability and 
Cronbach’s alpha was assessed. Reliability 
assessments revealed Cronbach’s alphas 
for all items were within the acceptable 
range. The Cronbach’s alpha value for 
each factor was within the range of  .76 to 
.88.  The construct reliability for each of  
the factors exceeded .70, which showcases 
the internal consistency of  the constructs 
(Hair et al., 2017). Additionally, to assess 
the converging validity of  each factor, 
an average variance extracted (AVE) was 
completed and the values were all above 
.50, which is considered to be appropriate 
(Hair et al., 2017). The construct’s analy-
sis results are represented in Table I. Ad-
ditionally, a confirmatory factor analysis 
was utilized to test the goodness of  fit 
for the proposed SEI model. The model 
chi-square value was not statistically sig-
nificant (x2 = 7.228 , p = .124), suggesting 
good model fit. Additionally, the RMSEA 
(RMSEA = .061) indicated a close model 
fit. Finally, the CFI (CFI = .954), where 
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values range from zero to one, indicated 
a satisfactory fit with a value above 0.90 
and the SRMR (SRMS = .042) indicated a 
good model fit.

Descriptive Statistics
A total of  217 usable responses were 

collected from NCAA Division I compli-
ance employees. Of  the 217 participants, 
107 (n = 107) were female and 110 (n=110) 
were male. There were two (n = 2) Asian/
Pacific Islander, 23 (n = 23) Black/Afri-
can American, 8 (n = 8) Hispanic/Lati-
no, one (n = 1) Native American, 181 (n 
= 181) White/Caucasian, and 2 (n = 2) 
other. Furthermore, respondent level of  
college sport as well as years working in 
compliance were also recorded. Level of  
college sport and years working in com-
pliance are represented in Table 2 and Ta-
ble 3 respectively.

Table 1
Measurement Items of  the Construct’s Analysis 
Results

Factor C.R. AVE
Job Satisfaction (α = .88) .72 .81

Turnover Intentions  
(α =.76) .73 .68

Organizational Citizen-
ship Behavior (α =.80) .86 .52

Sport Affinity (α =.84) .90 .69

Collective Enhancement 
(α =.88) .92 .73

Table 2.
Participants by Level of  College Sport

Classification Level n
FBS Power Five 59

FBS Group of  Five 28
FCS 72

No Football Program 57

In indicating the percentage of  the 
participants’ job solely related to athletics 
compliance, 133 (n = 133) indicated 100-
90%, 30 (n = 30) indicated 89-80%, 29 
indicated (n = 29) 79-70%, 6 (n = 6) indi-
cated 69-60%, and 19 (n = 19) indicated 
<55%. The current study also collected 
the participants’ job title and direct line of  
report. Participants reported a variety of  
job titles: Compliance Specialist/Officer 
(n = 20), Assistant Director (n = 43), Di-
rector (n = 28), Assistant Athletic Direc-
tor (n = 31), Associate Athletic Director 
(n = 62), Executive/Senior Director (n = 
29), and Deputy Athletic Director (n = 4). 
Lastly, direct lines of  report were classi-
fied into three separate groups: Athletics 
(n = 184), Outside of  Athletics (n = 20), 
and Combination of  Athletics and Out-
side of  Athletics (n = 13). 

To better understand the nuances of  
the descriptive data, a collection of  ANO-
VAs was conducted. A one-way ANOVA 
was conducted to determine if  SEI levels 
were different for compliance employees 
based upon gender identification. Partic-
ipants were classified into two groups: 
male (n =110) and female (n = 107). 
There was a statistically significant differ-
ence between males and females [F(1,215) 
= 4.88, p = .002] with females reporting 
higher levels of  SEI. 

Table 3.
Participants Number of  Years on Staff

Number of  Years n
1-5 Year(s) 148
6-10 Years 35
11-15 Years 13
16-20 Years 8
21-25 Years 8

26-31+ Years 5
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A one-way ANOVA was conducted to 
determine if  SEI levels varied for compli-
ance employees based upon racial identi-
fication. Results revealed identifying as a 
Hispanic compliance employee has a sig-
nificant impact on SEI. Participants were 
classified into two groups: Hispanic (n = 
8) and Non-Hispanic (n = 209). There 
were statistically significant differences 
between groups as determined by a one-
way ANOVA [F(1,215) = 5.44, p = .020]. 

A one-way ANOVA was conducted 
to determine if  SEI levels varied based 
on years on staff  for compliance em-
ployees. Participants were classified into 
six groups: 1-5 years on staff  (n = 148), 
6-10 years on staff  (n = 35), 11-15 years 
on staff  (n = 13), 16-20 years on staff  (n 
= 8), 21-25 years on staff  (n = 8), and 
26-31+ years on staff  (n = 5). There was 
a statistically significant difference be-
tween groups as determined by a one-way 
ANOVA [F(5,211) = 2.65,  p = .024]. A 
Tukey post-hoc test revealed that SEI was 
statistically significantly higher in the 11-
15 years on staff  group compared to the 
1-5 years on staff  group (.354 ± .116, p 
= .003). This data suggests beginning a 
second decade within a compliance of-
fice has as statistically significant impact 
of  SEI. This finding appears to support 
previous SIT and organizational identi-
fication literature that indicated that the 
process is ongoing (Jenkins, 2008; Oja et 
al., 2020; Tajfel, 1978) and that as the pro-
cess continues, employees further classify 
and identify with distinct groups (Mael 
& Ashforth, 1992; Stets & Burke, 2000; 
Tajfel & Turner, 1986). Furthermore, as 

individuals engage in the social categori-
zation engage in this process, they may 
be less likely become alienated from the 
group (van Knippenberg and van Schie, 
2000).

A one-way ANOVA was conducted 
to determine if  SEI levels were different 
based upon compliance employees’ job ti-
tle. Participants were classified into seven 
groups: Associate Director (n = 62), As-
sistant Director (n = 43); Assistant Ath-
letic Director (n = 31); Executive or Se-
nior Director (n = 29); Director (n = 28); 
Compliance Officer (n = 20); and Depu-
ty Athletic Director (n = 4). There was a 
statistically significant difference between 
groups as determined by one-way ANO-
VA [F(6,210) = 5.20, p < .001]. A Tukey 
post-hoc test revealed that SEI was sta-
tistically significantly higher in the Exec-
utive/Senior Directors group compared 
to the Compliance Officers group (.487 ± 
.112, p < .001). Also, SEI was significantly 
higher in the Executive/Senior Directors 
group compared to the Assistant Director 
of  Compliance group (.406 ± .093, p < 
.001). 

A one-way ANOVA was conducted 
to determine if  SEI levels were different 
based upon compliance employees’ direct 
line of  report. Participants were classified 
into three groups: Athletics (i.e., Those 
who reported to a department and/or 
individual within athletics, such as Se-
nior Associate Athletic Director, Athlet-
ic Department, etc.) (n = 184), Outside 
of  Athletics (i.e., Those who reported to 
a department and/or individual outside 
of  athletics, such as President, Chancel-
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lor, Human Resources, etc.) (n = 20); and 
individuals Within and Outside of  the 
Athletic Department (n = 13); there was a 
statistically significant difference between 
groups as determined by one-way ANO-
VA [F(2,214) = 3.78, p = .024). Results 
indicated a statistically significant differ-
ence in the mean SEI between compli-
ance employees who report directly to an 
individual or department within athletics 
(M = 5.157), compliance employees who 
report directly to an individual or depart-
ment outside of  athletics (M = 5.300), 
and those report to combination of  indi-
viduals and departments in and outside of  
athletics (M = 5.438). A Tukey post-hoc 
test revealed that SEI was statistically sig-
nificantly higher in the “In and Outside 
of  the Athletic Department” group com-
pared to the “Athletic Department” group 
(.280 ± .115, p = .004).

Hypothesis Testing
 The first potential outcome, job 
satisfaction, was statistically significant 
and found to be a predicted variable of  
SEI (β = .187, p < .001). This finding 
supports H1. The second potential out-
come, turnover intentions, was statistical-
ly significant and found to be a predicted 
variable of  SEI (β = -.275, p < .001). 
This finding supports H2. Lastly, the 
third potential outcome, organizational 
citizenship behaviors, was not statistically 
significant and found to not be a predict-
ed variable of  SEI (β = .073, p = .073). 
This finding rejects H3. Results from the 
regression analyses are located in Table 4.

Discussion
Job Satisfaction and SEI

A statistically significant result for H1 
reflects similar findings from past schol-
ars. As compliance employees feel an in-
creased “perception of  oneness with or 
belongingness” (Mael & Ashforth, 1992, 
p. 104) to their organization, they may feel 
a heightened sense of  satisfaction with 
their position. This finding supports re-
sults from Swanson and Kent (2015), who 
observed a positive relationship in their 
study between participants’ organization-
al identification and job satisfaction. Ad-
ditionally, Olusegun (2013) noted many 
factors including relationships, quality of  
work environment, and contentment of  
one’s work that all affect job satisfaction 
and social identity development.

In considering job satisfaction as how 
content employees are with their job 
(Azeez et al., 2016), the results suggest as 
compliance employees feel a higher sense 
of  belongingness and “shared similarity” 
(Oja & Bass, 2020, p. 428) between them-
selves and their organization, they are 
more likely to feel satisfied with their po-
sition. Additionally, compliance employ-
ees’ relationships formed with coaches 
and student-athletes considerably impact 
their job satisfaction (Olusegun, 2013). 

Table 4.
Linear Regression Analysis Results 

 p
Job Satisfaction .187 .001

Turnover Intentions -.275 .001
Organizational Citizenship 

Behaviors .073 .073
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Ultimately, as compliance employees form 
lasting relationships with student-athletes 
and coaches and observe minimal differ-
ences in their wants and needs, their job 
satisfaction is likely to increase. 

Turnover Intentions and SEI
Results from H2 suggest that as com-

pliance employees feel a higher sense of  
belongingness and symmetry between 
themselves and their organization, they are 
less likely to leave, or desire to leave, their 
organization (Azeez et al., 2016; Oluse-
gun, 2013). The relationship between SEI 
and turnover intentions may stem from 
the relationships compliance employees 
form with coworkers, coaches, and stu-
dent-athletes. This notion was supported 
by Hogg (2018) who put forward that so-
cial identity is related to how individuals 
view themselves based on group mem-
berships and relationships. As compliance 
employees feel more connected with their 
organization and develop long-lasting re-
lationships, they may be less likely to leave 
their current organization. This finding is 
supported by Kim et al. (2020), who not-
ed the influence collegiate sport employ-
ees have on student-athletes’ overall colle-
giate experience.

Organizational Citizenship Behaviors 
and SEI

An insignificant relationship between 
organizational citizenship behaviors and 
SEI for H3 suggests an increased SEI 
may not necessarily result in compli-
ance personnel going above and beyond 
their assigned tasks. This finding is logi-
cal when one considers the strict guide-

lines of  the NCAA rules manual and how 
compliance professionals must be diligent 
to educate and enforce those rules. How-
ever, these results are counter to most 
research that suggests a positive relation-
ship between identity and organizational 
citizenship (Cheney, 1983; Dutton et al., 
1994; Pratt, 2012; van Dick, 2001). For 
example, Cheney (1983) and Dutton et al. 
(1994) noted individuals with a stronger 
organizational identification may lead to 
stronger citizenship behavior and consid-
ering organization interests with making 
on-the-job decisions. Furthermore, as in-
dividuals form stronger relationships with 
in-group members and the organization, 
an individual’s focus shifts to duties ben-
efiting the entire organization (Dutton et 
al., 1994). Lastly, Pratt (2012) discussed 
organizational compliance as an outcome 
of  strong identification. 

It is important to note the uniqueness 
of  compliance employees when it comes 
to an insignificant relationship between 
organizational citizenship behaviors and 
SEI. With the expectation of  upholding 
NCAA standards and university specific 
policies, maintaining a compliant athletics 
department and ensuring student-athletes 
receive the best possible collegiate expe-
rience, compliance employees have min-
imal time to go above and beyond their 
assigned tasks and responsibilities. Var-
ious groups including boosters, parents, 
friends, coaches, and other administrators 
are affected by NCAA legislation when 
violations come to compliance employ-
ees. This may suggest role conflict (Bid-
dle, 1986) exists within compliance offices 
and compliance employees consider orga-
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nizational citizenship behaviors as part 
of  their job that is stringently dictated by 
their dual role as athletic department em-
ployee and an extension of  the NCAA. 

Gender
There were several noteworthy de-

scriptive findings. First, the finding that 
females reported higher levels of  SEI 
(M = 5.24) compared to men (M = 5.12) 
suggests compliance employees’ gender 
is related to SEI. Sweeting et al. (2014) 
addressed gender role attitudes and not-
ed, historically, men’s roles generally in-
clude paid work and “breadwinner” sta-
tus, whereas women generally care for 
the family and home. This notion from 
Sweeting et al. (2014), coupled with the 
general understanding of  males dominat-
ing managerial positions in the workplace 
(Cohen & Huffman, 2007) and positions 
of  power in the sport industry (Shaw & 
Hoeber, 2003), suggests that women, 
broadly, may have become resigned to 
mid-level management positions and to 
compliance positions specifically (Chaf-
fins et al., 1995). The higher levels of  SEI 
for females in the current study may sug-
gest female compliance professionals feel 
more satisfaction and connection with 
their organization.

Length of  Employment
A statistically significant difference in 

the SEI levels between individuals with 
“11-15 years of  experience” (M = 5.490) 
and the individuals with “1-5 years of  ex-
perience” (M = 5.136; p = .003) reflect 
similar findings from previous research 
(i.e., Jenkins, 2008; Oja et al., 2020; Tajfel, 
1978; Todd & Kent, 2009). Tajfel (1978) 

noted identification as an ongoing pro-
cess developed over time. As individuals 
develop their identity and form relation-
ships within their organization, they may 
be less likely to become alienated or sepa-
rated from the group resulting in a stron-
ger connection (van Knippenberg & van 
Schie, 2000). Kim et al. (2023) also sug-
gested pride and length of  employment 
tend to increase, enhancing SEI. Addi-
tionally, Todd and Kent (2009) noted how 
athletic departments contribute strongly 
to an individual’s social identity. Todd and 
Kent (2009) identified that employees of  
sport organizations may view their em-
ployment within a sport organization as 
culturally admired and prestigious, likely 
resulting in positive social identity. That 
positive social identity influences an in-
crease in various organizational outcomes 
such as organizational citizenship behav-
iors, organizational commitment, job sat-
isfaction, and levels of  job involvement.

The results suggest that compliance 
employees staying with an organization 
through 15 years feel more connected and 
have a stronger sense of  identity they feel 
with their department. Oja (2016) refer-
enced work from Baumeister and Leary 
(1995) to explain that employee relation-
ships are a strong characteristic of  organi-
zational identification as individuals work 
diligently to uphold their relationships. 
Thus, as time passes and compliance em-
ployees form strong relationships with 
others, they appear more connected with 
the organizations. Lastly, the results may 
also suggest supervisors should work dil-
igently in building that connection with 
new hires so all employees feel part of  the 
team. A stronger connection between the 
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organization and employees may result in 
better teamwork and SEI.

Job Title
A statistically significant difference in 

the SEI levels between individuals iden-
tified as “Executive/Senior Directors” 
(M=5.44) and “Compliance Officers” 
(M=4.96, p < .01) and “Executive/Se-
nior Directors” (M=5.44) and “Assistant 
Director of  Compliance” (M=5.04, p < 
.01) suggests levels of  power and author-
ity affects compliance employees’ SEI 
levels. Results revealed SEI mean differ-
ences among those with increased pow-
er and authority compared to compliance 
employees with less power and authority. 
Regarding organizational identification, 
Hogg and Terry (2000) defined organiza-
tions as “internally structured groups that 
are located in complex networks of  inter-
group relations characterized by power, 
status, and prestige differentials” (p. 121). 
Jenkins (2008) also discussed the impor-
tance of  power and authority for sound 
procedures and order to occur within or-
ganizations. Athletic departments often 
employ similar levels of  hierarchy where 
employees within each office carry differ-
ent ranges of  authority and power. 

The results from the current study 
suggest compliance employees in posi-
tions of  power reported higher levels of  
SEI and felt more connected with their 
organization. As noted previously, the 
greater the length of  employment with-
in an athletic department suggests high-
er levels of  identity development (Kim 
et al., 2023; Oja et al., 2020). Relatedly, 
the longer compliance employees remain 

with their organization those employ-
ees may earn more authority, resulting in 
those employees feeling more connect-
ed with their organization as they have 
more time to develop their identity and 
build relationships. This finding falls in 
line with research from Tajfel (1978) that 
referenced identification as on ongoing 
process which develops over time. There-
fore, it appears as compliance employees 
develop relationships with coaches and 
student-athletes while they build their or-
ganizational identity, they feel more con-
nected to the environment. 

Direct Line of  Report 
A statistically significant difference in 

the SEI levels between compliance em-
ployees that report to individuals both “in 
and outside of  the athletic department” 
and those solely in “the athletic depart-
ment” (p= .043) suggests role conflict and 
ambiguity may play a role in compliance 
employees’ direct line of  report (Parnell et 
al., 2022). Specifically, a difference in SEI 
levels based on direct line of  report draws 
to question whether the various pressures 
compliance employees face from coach-
es and other outside influences (Bolton 
& Rosselli, 2017) heighten their sense of  
role conflict when working to satisfy dif-
ferent groups.

For instance, compliance employees 
who report directly to athletics may feel 
less connected with their organization 
due to increased conflicts of  interest or 
ethical conflicts that might arise if  a com-
pliance worker feels pressured to provide 
liberal interpretations of  NCAA rules to 
satisfy sport coaches and/or stakehold-
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ers focused on winning (Sagas & Wigley, 
2014). Conversely, compliance employees 
reporting to individuals or departments 
outside of  athletics feel more connected 
with their organizations due to a dimin-
ished perception of  role conflict brought 
on by pressures to justify their decisions 
when their actions may not be viewed as 
satisfactory by coaches or other interest-
ed athletic department stakeholders who 
may not be directly involved in the oper-
ation of  the compliance office (Parnell et 
al., 2022).

This possibility does not assume com-
pliance employees work less to satisfy 
coaches and other stakeholders when re-
porting to individuals or groups outside 
of  the athletic department. Considering 
the uniqueness of  their position and their 
relationships created within athletics, how-
ever, having a direct line of  report outside 
of  athletics may minimize the role stress 
felt by compliance employees by creating 
an environment with clear role percep-
tion, job description, and communication 
which could lessen role conflict and role 
ambiguity present for compliance em-
ployees within the athletic department. In 
this scenario, diminished role stress may 
likely lead to greater job satisfaction (Par-
nell et al., 2022).

The current results raise the question 
of  whether athletic departments should 
relocate their athletics compliance em-
ployees’ direct line of  report to an indi-
vidual or department outside of  athletics. 
As noted by Weight and Zullo (2015), 
some institutions already relocated their 
compliance offices out of  the “athletics 
department umbrella” (p. 69). Relocating 

compliance offices outside of  athletics or 
adjusting direct lines of  report opposes 
results from Bolton and Rosselli (2017) 
where 62% of  participants indicated be-
ing part of  an athletic department as their 
favorite part of  being an NCAA com-
pliance employee. Based on results from 
the current study and Bolton and Rosselli 
(2017), perhaps the best course of  action 
for future athletic departments and direc-
tors may be to shift compliance employ-
ees’ direct line of  report to individuals or 
departments outside of  athletics while 
keeping the physical location of  the offic-
es within athletics.

Practical Implications
As compliance employees continue to 

manage role conflict, role ambiguity, and 
potential conflicts of  interests, SEI allows 
for sport managers to better understand 
this unique employee population in col-
lege athletics. The present study bears 
important information for sport practi-
tioners that can positively impact their 
athletic department. In the compliance 
context, athletic department executives 
should foster a departmental culture that 
embraces the compliance office as a key 
component of  the athletic department 
while guarding against conflicts of  inter-
est (Hogg & Terry, 2001; Jenkins, 2009; 
Stets & Burke, 2000). Oja et al. (2020) ex-
panded on previous literature regarding 
the dimensions of  SEI, identifying sport 
affinity and collective enhancement. Em-
bracing the compliance office as a key 
component of  the athletic department 
would enable the SEI dimension of  col-
lective enhancement. In recognizing the 
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value of  compliance the likelihood of  
role stress (Parnell et al., 2022) brought 
about through role conflict (Biddle 1986) 
could be diminished as compliance em-
ployees would feel more connected with 
the organization and part of  the collec-
tive. Similarly, emphasizing sport affinity 
may be a complicating factor for compli-
ance employees. While Oja et al. (2020) 
suggested sport employees embrace sport 
in the abstract, within compliance, sport 
and competition can be problematic, rais-
ing concerns over ethical behavior (Sagas 
& Wigley, 2014) and possibly contributing 
to role stress (Parnell et al., 2022) or per-
ceived stressors from coaches and other 
athletic department stakeholders (Bolton 
& Rosselli, 2017). 

The role of  the compliance office as 
a critical resource for the athletic depart-
ment should be articulated to all athlet-
ic employees, including coaches. Such 
action would likely increase job satisfac-
tion while decreasing turnover intentions 
by signaling that the compliance office is 
part of  the organization and encouraging 
compliance officers to identify with the 
organization (Mael & Ashforth, 1992). 
Such support could also lead to greater 
affinity amongst compliance office em-
ployees (van Knippenberg & van Schie, 
2000). This step is critical as compliance 
employees have been identified as work-
ing in ambiguous, isolated roles where 
they must hold coworkers and students to 
NCAA rules while being in a middle man-
agement position.

Limitations 
Several limitations exist for the cur-

rent study. First, the current study in-

cluded full-time NCAA Division I com-
pliance employees with other athletic 
department-related tasks such as student 
services. The current study recognized 
certain Division I institutions assign com-
pliance personnel with other athletic de-
partment responsibilities and therefore 
included such individuals in the current 
study. Results may be impacted by expe-
riences outside of  athletics compliance. 
For example, approximately 83% of  our 
respondents identified as White/Cauca-
sian in their survey responses, potential-
ly skewing the results of  the study. In the 
future, a more systemic sampling could 
reduce potential bias and increase rep-
resentation. Additionally, approximate-
ly 24% of  surveys were completed and 
usable. This presents the possibility that 
only compliance employees who high-
ly identify with their position responded 
to the survey. Survey responses were also 
collected online, limiting the extent for 
researchers to adequately determine who 
completed each survey and the reliability 
of  such responses. Statistically, structural 
equation modeling (SEM) was not used 
within the study. While our intent was 
to study the relationship between each 
individual outcome, SEM could be used 
to determine the relationships between 
factors. Lastly, with compliance being a 
highly scrutinized area of  intercollegiate 
athletics (Rhoden, 2009), participants may 
have been reluctant or hesitant to partic-
ipate.

Future Research
Considering the results from this study 

and suggestions from Oja et al. (2020) 
and Oja and Bass (2020), there remains a 
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significant amount of  future research op-
portunities involving the SEI instrument. 
This study identified statistically signifi-
cant differences in SEI when considering 
gender, length of  employment, job title, 
and direct line of  report. These findings, 
coupled with the support of  the SEI in-
strument demonstrated in this project 
provides solid footing for future research 
into why those differences exist. Relatedly, 
the lack of  a significance in organization-
al citizenship behaviors and compliance 
personnel is intriguing. Understanding the 
complexities of  compliance employees’ 
work within the context of  organizational 
citizenship behaviors can assist upper-lev-
el administrators in promoting behaviors 
that do not conflict with compliance tasks.

Future studies should also consider 
exploring SEI antecedents of  NCAA Di-
vision I compliance employees or other 
specific groups of  sport employees. While 
the current study offered valuable insight 
into the role SEI plays in organizational 
behavior outcomes and other implications 
for upper management in better manag-
ing their compliance personnel, future 
research should examine factors leading 
to SEI for compliance personnel. For ex-
ample, Oja and Bass (2020) explored the 
relationship between potential anteced-
ents and SEI with employees of  Ameri-
can intercollegiate athletics departments, 
which should be performed with NCAA 
compliance personnel and other intercol-
legiate athletics employees. 

Finally, future research should contin-
ue building upon NCAA compliance em-
ployee research. For example, the NCAA 
response to the COVID-19 pandemic and 

NIL changes drastically affected compli-
ance operations among student-athletes 
and coaches. Compliance employees must 
simultaneously adapt with college ath-
letics and work to maintain a compliant 
athletic department. As the NCAA con-
tinually makes changes, future research 
should qualitatively examine the effects 
of  those changes, such as COVID-19 and 
NIL, on compliance employee identity 
and their overall connection with their or-
ganization.

The current study revealed job satis-
faction and lower turnover intentions as 
outcomes of  SEI for NCAA Division I 
compliance employees, but found no sup-
port for organizational citizenship behav-
iors. Additionally, this discovery contrib-
utes to SEI research by applying the SEI 
instrument to a specific group of  colle-
giate sport employees further validating 
the SEI instrument for future sport re-
search. Lastly, the current study contrib-
utes to sport research by examining a spe-
cific population of  collegiate sport em-
ployees often working behind the scenes 
to provide quality experiences for NCAA 
student-athletes, coaches, and other ad-
ministrators. 
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