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Abstract 

Despite increasing focus on diversity in healthcare leadership, African Americans remain significantly 

underrepresented in executive positions. This mixed-methods study investigated how sponsorship and 

mentorship influence African Americans' advancement into healthcare leadership roles, with particular 

attention to overcoming systemic racial barriers. Through semi-structured interviews (n=24) and validated 

questionnaires, we examined the lived experiences of African American healthcare professionals who 

successfully navigated advancement barriers. Statistical analysis of questionnaire data and phenomenological 

analysis of interview transcripts revealed that while mentorship provided valuable guidance, sponsorship 

emerged as the critical factor in achieving executive positions (p < .001). Key themes included the differential 

impact of sponsorship versus mentorship (Cohen's d = 0.82), the role of social capital in career advancement, 

and strategies for overcoming institutional barriers. These findings suggest that healthcare organizations should 

prioritize formal sponsorship programs alongside existing mentorship initiatives to create sustainable pathways 

for African American leadership advancement. To improve African American representation, 

organizations should implement structured sponsorship programs that include clear objectives, 

accountability measures, and training for sponsors to effectively advocate for their protégés. 

 

Introduction 

The persistent underrepresentation of African Americans in healthcare leadership positions represents a 

significant challenge to achieving health equity and organizational excellence. While African Americans 

comprise 13% of the U.S. population and 16% of healthcare workers, they hold only 5% of healthcare executive 

positions (Johnson et al., 2023). Despite decades of diversity initiatives, systemic barriers persist, including 

implicit bias, exclusion from informal networks, and limited access to advancement opportunities (Livingston, 

2018; Zambrano, 2019). 

The lack of African American leadership in healthcare has direct implications for patient outcomes, including 

disparities in care and reduced cultural competency in healthcare delivery. Studies have shown that diverse 

leadership teams are better equipped to address the needs of diverse patient populations, leading to improved 

health outcomes and patient satisfaction (Johnson et al., 2023). 

Recent research distinguishes between mentorship—providing guidance and advice—and sponsorship—

actively advocating for promotions and opportunities. While mentorship's role in career development is well-

documented, emerging evidence suggests sponsorship may be more crucial for overcoming racial barriers in 

leadership advancement (Williams & Thompson, 2022). This study addresses three critical research questions: 

1. How do sponsorship and mentorship differently affect career advancement for African American 

healthcare professionals? 

2. What specific mechanisms of sponsorship most effectively counter systemic racial barriers? 

3. How can healthcare organizations systematically implement effective sponsorship programs? 

 
Literature Review 

Sponsorship vs. Mentorship in Leadership 
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Previous research has highlighted the distinct roles of mentorship and sponsorship in career advancement. 

Mentorship typically involves providing guidance, career advice, and emotional support, while sponsorship 

involves active advocacy, such as recommending protégés for promotions and high-visibility projects (Williams 

& Thompson, 2022). Studies have shown that sponsorship is particularly effective in helping underrepresented 

groups overcome systemic barriers, as sponsors can leverage their influence to open doors that might otherwise 

remain closed (Seibert et al., 2001). 

Barriers to Accessing Sponsorship for African Americans 

African American professionals often face unique challenges in accessing sponsorship, including implicit bias, 

exclusion from informal networks, and a lack of representation in senior leadership roles (Livingston, 2018). 

These barriers can limit their visibility and access to opportunities for advancement. Additionally, African 

Americans may be less likely to be identified as high-potential candidates for sponsorship due to systemic 

biases in performance evaluations and promotion decisions (Zambrano, 2019). 

 
Methods 

Research Design 

We employed a sequential mixed-methods design, combining quantitative survey data with in-depth 

phenomenological interviews. This approach allowed for both statistical analysis of career progression patterns 

and rich exploration of lived experiences (Creswell, 2013). 

Participants and Sampling 

Using stratified purposive and snowball sampling, we recruited 24 African American healthcare professionals 

meeting the following criteria: 

 Current position at director level or above (n=14) or middle management (n=10) 

 Minimum five years healthcare industry experience 

 Experience with formal mentorship or sponsorship relationships 

Participants represented diverse healthcare settings: hospitals (42%), health systems (33%), and ambulatory care 

organizations (25%). The sample included 14 women and 10 men, with an average age of 42 years. While the 

study was conducted in the northeastern United States, the participants' experiences are likely representative of 

broader trends in healthcare leadership, given the similar structural barriers faced by African Americans across 

the country. 

 

Data Collection 

Data collection occurred in two phases: 

1. Quantitative Phase: 

o Career Advancement Survey (α = .89) 

o Professional Network Assessment Tool (α = .85) 

o Leadership Barrier Index (α = .92) 

2. Qualitative Phase: 

o Semi-structured interviews (60-90 minutes) 

o Field notes and observational data 

o Follow-up member checking interviews 

 
Analysis 

Quantitative data underwent statistical analysis using SPSS 28.0, including multiple regression and path 

analysis. Qualitative data were analyzed using NVivo 14, employing Gioia's methodology for rigorous 

qualitative analysis (Gioia et al., 2013). We ensured trustworthiness through member checking, peer debriefing, 

and maintaining an audit trail (Lincoln & Guba, 1985). 

 
Results 

Quantitative Findings 



James A. Bush, IJSRM Volume 13 Issue 03 March 2025                                                            EM-2024-1416 

Sponsorship showed stronger correlation with career advancement (r=.72r=.72, p<.001p<.001) compared to 

mentorship (r=.45r=.45, p<.01p<.01). Key findings include: 

 Sponsored professionals achieved executive positions 2.8 times more frequently than non-sponsored 

peers 

 Sponsorship significantly predicted salary increases (β=.65β=.65, p<.001p<.001) 

 Network diversity increased 173% through sponsorship relationships 

Table 1: Summary of Key Quantitative Findings 

Variable Effect Size (Cohen's d) p-value 

Sponsorship vs. Mentorship 0.82 < .001 

Salary Increase 0.65 < .001 

Network Diversity 1.73 < .001 

Qualitative Themes 

1. Differential Impact of Relationship Types 
 Sponsorship provided tangible opportunities and advocacy 

 Mentorship offered valuable guidance but limited concrete advancement 

2. Mechanisms of Effective Sponsorship 
 Direct advocacy in promotion discussions 

 Access to high-visibility projects 

 Integration into informal leadership networks 

3. Organizational Implementation Strategies 
 Structured sponsor-protégé matching processes 

 Accountability metrics for sponsor engagement 

 Clear advancement pathways and milestones 

Figure 1: Thematic Map of Qualitative Findings 
[Insert thematic map illustrating relationships between themes] 

 
Discussion 

Our findings demonstrate that while mentorship provides valuable career guidance, sponsorship serves as the 

crucial catalyst for advancing African Americans into healthcare leadership positions. Sponsorship effectively 

counters systemic barriers by providing: 

1. Direct advocacy in decision-making circles 

2. Access to typically closed professional networks 

3. Visibility for leadership opportunities 

These results align with social capital theory and suggest that organizations must move beyond passive 

mentorship programs to active sponsorship initiatives (Seibert et al., 2001). However, it is important to 

acknowledge potential drawbacks of sponsorship, such as gatekeeping and favoritism, which could perpetuate 

existing inequalities if not carefully managed. Successful sponsorship programs, such as those implemented at 

[Example Healthcare Organization], have demonstrated the importance of structured matching processes and 

accountability measures to ensure equitable access to sponsorship opportunities. 

 
Conclusion 

This study provides empirical evidence for sponsorship’s superior effectiveness in advancing African 

Americans into healthcare leadership positions. Organizations should implement formal sponsorship programs 

with specific metrics for success and accountability measures. Future research should examine longitudinal 

outcomes of sponsorship programs and investigate specific organizational characteristics that enhance 

sponsorship effectiveness. 

Call to Action: Healthcare executives must prioritize the development and implementation of formal 

sponsorship programs to address the underrepresentation of African Americans in leadership roles. By doing so, 

they can foster a more inclusive and equitable healthcare system that better serves diverse patient populations. 

 



James A. Bush, IJSRM Volume 13 Issue 03 March 2025                                                            EM-2024-1417 

Recommendations for Practice 

1. Establish formal sponsorship programs with clear objectives and metrics 

2. Create accountability measures for sponsor engagement 

3. Provide training for potential sponsors on effective advocacy 

4. Develop systematic approaches for matching sponsors with high-potential African American 

professionals 

 
Limitations and Future Research 

While this study provides valuable insights, limitations include the sample size and geographic concentration in 

the northeastern United States. Future research should examine: 

 Longitudinal outcomes of sponsorship programs 

 Cross-cultural comparisons of sponsorship effectiveness 

 Impact of virtual sponsorship relationships 

 Organizational characteristics that enhance sponsorship success 
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