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Abstract
Diversity within leadership roles in collegiate sports, particularly football coaching, remains a persis-

tent issue despite growing attention to inclusivity and representation. While the student-athlete popula-
tion has become increasingly diverse, leadership positions in college athletics, especially head and assis-
tant coaching roles, continue to be overwhelmingly dominated by White individuals. This imbalance is
not merely a reflection of outdated practices, but a complex result of both internal biases and external
social factors that influence hiring decisions. This study aims to (1) examine the representation of racial
minorities in intercollegiate football coaching positions, and (2) explore how the diversity of institutions’
surrounding communities influences the racial and ethnic diversity of football coaching staffs. The study
involved head coaches and associate coaches from NCAA Division | and Il collegiate football programs
in the United States. Using a convenience sampling method, a total of 30 coaches provided valid re-
sponses through surveys and the data was analyzed to gain a comprehensive understanding of the factors
influencing coaching staff diversity. Data on community and campus diversity were sourced from U.S.
Census and institutional records. The findings strongly support the theory of homologous reproduction,
indicating that head coaches tend to hire assistant coaches who share their racial background. White head
coaches had significantly more White assistant coaches, while Black head coaches hired more Black
assistant coaches. Moreover, the results highlight the moderating effect of community diversity; as the
diversity of the surrounding community increases, so does the racial and ethnic diversity of coaching
staffs. While homologous reproduction continues to significantly shape coaching staff composition, ex-
ternal factors such as community and campus diversity are essential in mitigating its effects, promoting
greater inclusivity in collegiate football coaching.
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1. Introduction

Diversity within football coaching staffs re-
mains a critical issue in collegiate sports. Previous
research highlights that minority groups are un-
derrepresented in both head and assistant coaching
positions on men’s and women’s teams (Lapchick,
2009; Lapchick, 2010). On Division I men’s
teams, White males dominate the coaching land-
scape, comprising 89% of head coaches and 77%
of assistant coaches. A similar trend exists on
women’s teams, where White males account for
88% of head coaches and 79% of assistant coaches
(Lapchick, 2009; Lapchick, 2010). In contrast,
Black coaches are significantly underrepresented,
holding only 7% of head coaching positions and
18% of assistant coaching roles on men’s teams,
and 7% of head coaching and 14% of assistant
coaching positions on women’s teams (Lapchick,
2009; Lapchick, 2010). According to Lapchick
(2023), “Black head coaches remained at 13 while
the number of Latino head coaches decreased by
one to five in 2022. At the start of the 2022 season,
83.2% of head coaches were white, which was ac-
tually a 0.9 percentage point increase from the
2021 report card” in relation to the Football Bowl
Subdivision (FBS) coaching staffs. In addition,
“the Football Bowl Subdivision (FBS) leadership
positions who make the hiring calls -- presi-
dents/chancellors and athletic directors, are over-
whelmingly white and male.” With the FBS hav-
ing almost 66% of football student-athletes as peo-
ple of color, there are disparities in those who are
in charge of these athletes. Recognizing this racial
disparity is an essential step in understanding the
underlying causes of this inequity and examining
current trends in disparity compared to the current
demographic characteristics in intercollegiate
sports.

One theoretical framework used to explain this

disparity is the concept of homologous reproduc-
tion, which posits that individuals tend to hire oth-
ers who are similar to themselves, whether con-
sciously or unconsciously (Kanter, 1977). This
theory has been widely applied in diversity studies
to explain the racial imbalance within college
coaching staffs (Cunningham & Fink, 2006; Cun-
ningham & Sagas, 2005; Doherty & Chelladurai,
1999; Fink et al., 2001; Lovett & Lowry, 1994;
Norman, 2010). However, much of the research on
homologous reproduction has focused on direct
hiring practices, specifically how decision-mak-
ers’ characteristics influence their selection of can-
didates. There remains a gap in understanding the
broader, indirect effects of homologous reproduc-
tion, particularly in relation to external factors
such as community demographics and expecta-
tions.

This study seeks to extend the existing body of
research by examining homologous reproduction
not only as a function of individual decision-mak-
ing but also as a community-level influence. Spe-
cifically, the study investigates whether the racial
and ethnic composition of a university’s surround-
ing community impacts the diversity of its athletic
department’s coaching staff. The following re-
search questions guide this inquiry:

RQ1: Do schools located in more diverse com-
munities exhibit more diverse coaching staffs?

RQ2: Do schools in less diverse areas demon-
strate a higher degree of homogeneity within their
coaching ranks?

The purpose of this study is twofold: (1) to ex-
amine the representation of racial minorities in in-
tercollegiate football coaching positions, and (2) to
investigate how the diversity of institutions’ sur-
rounding communities influences the diversity of
football coaching staffs. The study focuses on in-
stitutions in the NCAA Division | and II. Online
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surveys were conducted with head coaches and as-
sociate coaches at these institutions to explore
community influences on hiring practices and cul-
tural inclusion in coaching positions.

This study extends the theory of homologous
reproduction by introducing community de-
mographics as a factor influencing hiring decisions
in collegiate athletics. It suggests that athletic de-
partments should critically examine their hiring
processes, particularly in relation to the influence
of homologous reproduction.

2. Literature Review

Homologous Reproduction in Sports

The theory of homologous reproduction has
been applied extensively in explaining the large
differences in gender and race representation
within college coaching staffs (e.g., Cunningham
& Fink, 2006; Cunningham & Sagas, 2005; Fink
et al., 2001; Doherty & Chelladurai, 1999; Lovett
& Lowry, 1994; Norman, 2010). According to
Lovett and Lowry (1994), the decline of women
serving as coaches in women's sports can be at-
tributed to a variant of homologous reproduction
referred to as the "good old boys and girls" net-
works. In their study of 1,106 public secondary
schools in Texas, they found that administrative
structures significantly influenced the hiring of
coaches by gender. Specifically, women tended to
hire more female coaches when they dominated
administrative positions. However, when they
were in the minority, women were less likely to
reproduce their presence in coaching roles (Lovett
& Lowry, 1994). This finding aligns with the the-
ory that individuals in positions of power tend to
replicate their own demographic characteristics in
hiring decisions.

The exclusion of women from coaching roles,
both on men's and women's teams, has also been

Homologous Reproduction in College Football Coaching Staff

facilitated by subtle minimization of their experi-
ences and accomplishments, as well as a lack of
opportunities  for professional development
(Lovett & Lowry, 1994; Norman, 2010). Female
coaches have historically been marginalized, not
only due to a lack of administrative support but
also because of the negative attitudes of male head
coaches. These attitudes often translate into mini-
mal credibility being assigned to female assistant
coaches, hindering their career progression (Sagas
et al., 2005; DeSensi, 1994). As a result, many fe-
male coaches have lower aspirations for career ad-
vancement, feeling they must work harder to
prove their capabilities compared to their male
counterparts. This situation is exacerbated for fe-
male coaches from ethnic minority groups, who
face additional challenges in a predominantly
White male-dominated profession (Norman,
2010; Taylor & Toohey, 1999).

Ethnic Minority Representation in Coaching
Ethnic minority coaches face significant barri-
ers in the coaching profession, particularly at the
collegiate level, as a result of homologous repro-
duction. Cunningham and Sagas (2005) examined
the underrepresentation of racial minorities in in-
tercollegiate coaching positions, finding that both
Black and White head coaches were more likely to
hire assistant coaches who shared their own racial
and social characteristics. This tendency results in
a perpetuation of demographic homogeneity
within coaching staffs, limiting opportunities for
minority candidates to break into or advance
within the profession (Cunningham & Fink, 2006;
Cunningham & Sagas, 2005). Additionally, when
racial minorities do secure coaching positions,
they often face poorer treatment compared to their
White counterparts, which leads to a higher intent
to leave the profession (Cunningham & Sagas,
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2004; Fink et al., 2001). When minorities do re-
ceive opportunities to be in positions of power,
specifically as head coaches in collegiate athletics,
this number still remains small. The Institute for
Diversity and Ethics in Sport (TIDES) at the Uni-
versity of Central Florida releases an annual report
that focuses on different professional sports organ-
izations, college sport organizations, genders,
races, and ethnicities through a grading scale that
reflects how diverse an organization is. With their
latest publication in 2022, TIDES reported that
Black coaches held only 9% of head positions at
the Division | level, minimal increases at the Di-
vision Il level (6.2%, up 0.2%) and minimal in-
creases in Division 1l (5.9%, up 0.4%) sports
(Reed, 2022).

The relatively small differences in occupational
turnover intent between White and Black coaches
can have outsized effects, as they contribute to the
already limited pool of minority candidates avail-
able for head coaching positions (Cunningham &
Sagas, 2004). Furthermore, Black coaches report
fewer perceived opportunities for advancement
compared to their White peers, further hindering
their career progression. Although the hiring and
retention of minority coaches appear stable in re-
cent years, caution is advised as the long-term ef-
fects of economic recessions on diversity may still
emerge (Lapchick, 2009; Lapchick, 2010). De-
spite these challenges, current research recognizes
the value that diversity brings to an organization
(Fink & Pastore, 1999).

Hypothesis 1 (H1): Head coaches who are
White will have a higher proportion of White as-
sistant coaches on their staffs compared to Black
head coaches.

Hypothesis 2 (H2): Head coaches who are
Black will have a higher proportion of Black as-
sistant coaches on their staffs compared to White
head coaches.

Value and Challenges of Diversity

Diversity within an organization can provide
significant benefits. Research suggests that ethni-
cally diverse groups offer multiple perspectives,
leading to more democratic decision-making,
greater creativity, and tangible problem-solving
solutions (Fink & Pastore, 1999; Cunningham,
2009; Girginov et al., 2006; Doherty & Chelladu-
rai, 1999; DeSensi, 1994). Additionally, diversity
can stimulate constructive conflict, which im-
proves decision quality, fosters innovation, and in-
creases curiosity and engagement (Chatman &
Flynn, 2001; Doherty & Chelladurai, 1999). De-
spite these advantages, positive outcomes from di-
versity are not always immediate. They often
emerge later in the work process after teams have
overcome initial challenges related to organiza-
tional diversity (Ely & Thomas, 2001).

Conversely, negative outcomes of organiza-
tional diversity can present immediate challenges
for organizations. Milliken and Martin (1996) note
that diversity can lead to increased workplace am-
biguity, complexity, and miscommunication due
to diverse perspectives. Racially diverse groups
may struggle with communication and perform
less effectively on complex tasks (Watson, Kumar
& Michaelson, 1993). Moreover, these groups can
find it harder to reach consensus and may experi-
ence higher stress levels compared to groups that
are not required to conform to diversity initiatives
(Cunningham, 2008). In addition, the immediate
reaction of majority group members to diversity
initiatives often includes feelings of disrupted
communication and threatened power dynamics
and traditional norms (Doherty & Chelladurai,
1999). In contrast, minority members frequently
experience such initiatives less favorably, report-
ing increased absenteeism, higher turnover, and
reduced organizational commitment (Doherty &
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Chelladurai, 1999; Fink & Pastore, 1999). Cun-
ningham and Sagas (2004) explored the effects of
racial dissimilarity within coaching staff and
found that racial dynamics influenced organiza-
tional commitment. Black coaches demonstrated
lower organizational commitment when coaching
staff were racially mixed, while White coaches felt
the least committed when they were in the minor-
ity. White coaches, on average, reported lower or-
ganizational commitment levels than Black
coaches in these situations (Cunningham & Sagas,
2004).

The above findings suggest that organizational
and racial alignment plays a role in influencing
commitment and cohesion within coaching staff.
It can be inferred that head coaches who perceive
stronger community expectations for racial or de-
mographic alignment may make hiring decisions
that reflect the demographics of their community.
Such expectations, whether explicitly communi-
cated or indirectly perceived, can influence hiring
practices in ways that aim to align the coaching
staff with the racial and ethnic composition of the
surrounding community.

Hypothesis 3 (H3): Head coaches who perceive
a stronger community expectation for racial or de-
mographic alignment will be more likely to hire
coaching staff that reflects the community’s de-
mographic composition.

Furthermore, the diversity of the surrounding
community can significantly influence hiring de-
cisions. Universities located in communities with
a higher minority population are likely to priori-
tize racial and ethnic diversity in their coaching
staffs to better reflect the demographics of the lo-
cal area.

Hypothesis 4 (H4): Community with a higher
minority population will exhibit a greater degree
of racial and ethnic diversity within their coaching
staff.

Homologous Reproduction in College Football Coaching Staff

Regardless of the challenges associated with
implementing diversity initiatives, sports organi-
zations often consider diversity an operational im-
perative (Trischler, 2008; Phillips-Morrow et al.,
2000). These organizations increasingly recognize
the value of fostering diverse and inclusive envi-
ronments, not only for the benefits it brings to per-
formance and creativity but also for its role in rep-
resenting the broader community and student
body. Importantly, institutions with higher cam-
pus diversity, particularly a greater representation
of minority student-athletes, may mitigate the ef-
fects of homologous reproduction in hiring deci-
sions. In such environments, head coaches are
likely to align coaching staff diversity with the de-
mographics of both the student body and the sur-
rounding community. The interaction between
campus diversity and the tendency for homolo-
gous reproduction is likely to influence the overall
diversity of coaching staffs, reflecting an institu-
tion’s commitment to inclusivity and ensuring that
the homogeneity typically associated with homol-
ogous reproduction is weakened in more diverse
settings.

Hypothesis 5 (H5): Campus diversity moder-
ates the relationship between homologous repro-
duction and coaching staff diversity.

3. Methodology

Participants and Procedure

This study examined collegiate football pro-
grams at NCAA Division | and Il institutions in
the United States, focusing on the racial and ethnic
composition of coaching staffs. Using a conven-
ience sampling method, a total of 66 university
football head or associate coaches were initially
contacted, representing a variety of geographical
locations and community demographics. Schools
from racially diverse regions as well as less di-
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verse areas were included to capture the full spec-
trum of community diversity. 30 Head coaches
and associate coaches completed online surveys
on their staff composition and their perceptions of
community expectations (response rate: 45.5%).

Measurement

All scales were adapted from previous litera-
ture with some modifications and measured on a
10-point Likert-type scale, ranging from “Strongly
Disagree” (1) to Strongly “Agree” (10). Perceived
community expectations were assessed using
three survey items in which head and associate
head coaches rated the extent to which they felt
pressure from the community to hire coaching
staff that reflected the community's racial and eth-
nic composition (Rivera, 2016).

Additionally, the study measured several varia-
bles using U.S. Census and institutional data, in-
cluding community diversity (percentage of mi-
nority population in the community surrounding
each university), campus diversity (percentage of
minority students enrolled at each university),
coaching staff diversity (percentage of minority
assistant coaches on each football team), and ho-
mologous reproduction (percentage of assistant
coaches who shared the same race as the head
coach). For the purpose of this study, we utilized
a process of making judgments about coaches’
race or ethnicity based on observable characteris-
tics, such as skin color, facial features, or cultural
markers, derived from information on teams’ web-
sites. Understanding racial or ethnic categoriza-
tion from a third-party perspective is crucial for
gaining insight into stakeholders' perceptions and
the views of people within the community. Fi-
nally, the head coach race was treated as a binary
variable: White (coded as 1) or Black (coded as 0).
This variable was used to examine the racial com-
position of the coaching staff based on the head

coach’s race, specifically focusing on individuals
identified as either white or black. Due to the sig-
nificant underrepresentation of other racial groups
in the sample, individuals of other races were ex-
cluded from the analysis.

Data Analysis

Data analysis was conducted using IBM SPSS
Statistics, employing Pearson correlation, t-tests,
ANOVA, regression, and moderation analyses to
test the study's hypotheses. For RQ1, Pearson cor-
relation and ANOVA were used to assess the rela-
tionship between community diversity and coach-
ing staff diversity. For RQ2, ANOVA compared
coaching staff homogeneity across schools
grouped by community diversity into high (top
30%), medium (middle 40%), and low (bottom
30%).

To test H1, a t-test compared the proportion of
White assistant coaches under White vs. Black
head coaches, with head coach race as the inde-
pendent variable and the proportion of White as-
sistant coaches as the dependent variable. Simi-
larly, H2 was tested by comparing the proportion
of Black assistant coaches under Black vs. White
head coaches using a t-test. For H3 and H4, Pear-
son correlation and regression analyses examined
relationships between perceived community ex-
pectations, community diversity, and coaching
staff diversity.

To test HS, a moderation analysis using Hayes’
PROCESS Model 1 with 5,000 bootstrapping iter-
ations was conducted. The independent variable
was homologous reproduction (percentage of as-
sistant coaches matching the head coach’s race),
the dependent variable was coaching staff diver-
sity (percentage of minority coaches), and campus
diversity served as the moderator.
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4. Results
The Impact of Community Diversity on Collegiate
Football Coaching Staff Composition

For RQ1, a Pearson correlation analysis was
used to assess the relationship between commu-
nity diversity (measured as the percentage of mi-
nority population in the community) and coaching
staff diversity (measured as the percentage of mi-
nority coaches on the team). The Pearson correla-
tion test indicated a significant positive relation-
ship between community diversity and coaching
staff diversity, r = .51, p = .01. This suggests that
as community diversity increases, the racial and
ethnic diversity of coaching staff also increases.

Additionally, an ANOVA was conducted to
compare schools in more diverse communities
with those in less diverse communities, in order to

TABLE 1

Homologous Reproduction in College Football Coaching Staff

determine if there were significant differences in
coaching staff diversity. For the analysis, only the
high and low groups were used to provide a clearer
understanding of the impact of community diver-
sity on staff diversity. In this test, community di-
versity was the independent variable, and coach-
ing staff diversity was the dependent variable.
The results showed a significant main effect of
community diversity on coaching staff diversity,
F(2,27) = 4.88, p = .016. Schools located in more
diverse communities (M = 28.04, SD = 11.53) had
significantly more diverse coaching staffs than
schools in less diverse communities (M = 49.71,
SD = 23.12; p = .015). This indicates that schools
in more diverse communities tend to have more
racially and ethnically diverse coaching staffs.

Racial Composition of Assistant Coach across Head Coach Race

No. of Assistant Coaches Proportion of Assistant Coaches
Head Coach Race Black White Black White

M SD M SD M SD M SD
Black (n = 4) 5.75  |1.63 3.75 193 [56.38 [15.89 (36.13 [20.41
\White (n = 26) 3.20 |1.76 5.73 1.71 3223 (1549 [62.13 [14.81
Total (n = 30) 3.55 |1.76 5.47 159 [36.70 [16.34 [58.60 [19.69

For RQ2, a similar approach was applied but
focusing on the homogeneity of coaching staffs
(measured by the percentage of White coaches) ra-
ther than diversity. An ANOVA compared schools
in less diverse communities (low diversity) with
those in more diverse communities (high diver-
sity) in terms of coaching staff homogeneity.

The ANOVA comparing three levels of com-
munity diversity (low, medium, high) indicated
significant differences in coaching staff homoge-
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neity, F(2, 27) = 4.88, p = .016. Post-hoc tests us-
ing Tukey’s HSD revealed that schools in the low-
est diversity group (M =71.96, SD = 8.89) had sig-
nificantly higher homogeneity compared to
schools in the highest diversity group (M = 50.29,
SD = 23.12; p = .015). This suggests that schools
in less diverse areas tend to have more homogene-
ous coaching staffs, while schools in more diverse
areas are less homogeneous.
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The Impact of Head Coach Race on the Racial
Composition of Assistant Coaching Staff

To test H1, a t-test was conducted to compare
the proportion of White assistant coaches on the
staffs of White head coaches versus Black head
coaches. The independent variable is the race of
the head coach (White = 1 or Black = 0), and the
dependent variable is the percentage of White as-
sistant coaches on the team. The results showed a
significant difference in the proportion of White
assistant coaches between White and Black head
coaches, t(28) = -3.12, p < .01. The results indi-
cated that White head coaches had a significantly
higher proportion of White assistant coaches (M =
62.13, SD = 14.81) compared to Black head
coaches (M = 36.13, SD = 20.41), supporting H1.

To test H2, similarly, a t-test was conducted to
compare the proportion of Black assistant coaches
on the staffs of Black head coaches versus White
head coaches. The independent variable is the race
of the head coach (White or Black), and the de-
pendent variable is the percentage of Black assis-
tant coaches. The results showed a significant dif-
ference in the proportion of Black assistant
coaches between Black and White head coaches,
t(28) = 2.89, p = .01. The results shown in Table 1
indicated that Black head coaches had a signifi-
cantly higher proportion of Black assistant
coaches (M = 56.38, SD = 15.89) compared to
White head coaches (M = 32.23, SD = 15.49), sup-
porting H2.

The Impact of Community Diversity and Perceived
Community Expectations

To test H3 and H4, a series of Pearson correla-
tion and regression analyses were conducted. The
results of Pearson correlation tests showed signif-
icant positive relationships between coaching staff
diversity and perceived community expectations
(r = .48, p <.01); community diversity (r = .51, p

<.001).

Additionally, a regression analysis was con-
ducted, which found that perceived community
expectations (B = .37, t(27) = 2.32, p = .03) and
campus diversity (B = .41, t(27) = 2.57, p < .05)
significantly predicted coaching staff diversity,
F(2, 27) = 8.32, p < .01, explaining 38.1% of the
variance in staff diversity (R? = .381). These re-
sults support Hypothesis 3, demonstrating that
stronger perceived community expectations for ra-
cial or demographic alignment led to more diverse
coaching staffs. The analysis also shows that com-
munities with a higher proportion of minorities
tend to have more racially and ethnically diverse
coaching staffs, supporting H4.

Moderating Effect of Campus Diversity

To test the moderating effect of campus diver-
sity (student population diversity) on the relation-
ship between homologous reproduction and
coaching staff diversity (H5), we conducted a
moderation analysis using Hayes” PROCESS
Model 1 with 5,000 bootstrapping iterations
(Hayes, 2012). The independent variable was ho-
mologous reproduction (percentage of coaching
staff who resemble the head coach), the dependent
variable was coaching staff diversity (percentage
of minority coaches), and the moderator was the
percentage of minority students on the campus.

The analysis revealed a statistically significant
direct negative effect of homologous reproduction
on coaching staff diversity, Effect = -0.48, SE =
0.14,t=-3.50, p <.001, 95% CI [-0.76, -0.20]. As
the level of homologous reproduction increased,
the racial and ethnic diversity of the coaching staff
decreased.

The moderation analysis also tested the influ-
ence of community student diversity on the rela-
tionship between homologous reproduction and
coaching staff diversity. The results indicate that
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the moderating effect of student diversity was sig-
nificant, with the effect of homologous reproduc-
tion varying depending on the level of student
population diversity. When student diversity was
low, the negative effect of homologous reproduc

Figure 1

Homologous Reproduction in College Football Coaching Staff

tion on coaching staff diversity was significantly
stronger, Effect =-1.16, SE = 0.19,t =-6.15, p <
.001. When student diversity was high, the effect
of homologous reproduction on coaching staff di-
versity was not statistically significant, Effect =

Interaction Effects of Campus Diversity and Head Coach Race

Black Assistant Coach

71.9%

23%

Proportions of Assistant Football
Coaches and Their Race

0% 0%
—

Black Head Coach White Head Coach

Less Diversity

B White Assistant Coach

70.0%

56.9%

33.1%

20.0%

Black Head Coach White Head Coach

More Diversity

Campus Diversity

0.20, SE =0.25,t=0.82, p = 0.42.

As shown in Figure 1, these results suggest that
the relationship between homologous reproduc-
tion and coaching staff diversity is moderated by
the diversity of the student population in the com-
munity. Specifically, in communities with lower
student diversity, the negative effect of homolo-
gous reproduction is more pronounced, meaning
that in less diverse communities, head coaches are
more likely to hire racially homogeneous staffs.
However, in communities with higher student di-
versity, homologous reproduction has no signifi-
cant effect on coaching staff diversity, indicating
that in more diverse environments, the tendency to

hire staff similar to oneself may be mitigated.

5. Discussion

The findings of this study offer significant in-
sights into the influence of community and cam-
pus diversity on collegiate football coaching staff
composition, with direct implications for the the-
ory of homologous reproduction. By exploring the
relationships between community demographics,
head coach race, and coaching staff diversity, this
study confirms and extends existing theoretical
frameworks while revealing important moderating
effects of external factors. This study also exposes
the underrepresentation of minorities in positions
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of power throughout the entire world of sports.

The Impact of Community Diversity on Collegiate
Football Coaching Staff Composition

Our results for RQ1 demonstrated a significant
positive correlation between community diversity
and coaching staff diversity, as well as a clear dif-
ference between schools in more diverse versus
less diverse communities. The analysis revealed
that schools located in communities with higher
minority populations tend to have more racially
and ethnically diverse coaching staffs compared to
those not located in diverse areas. This finding
aligns with previous literature suggesting that ex-
ternal community demographics play a critical
role in shaping organizational hiring practices
(Cunningham & Sagas, 2005).

This result expands upon the theory of homol-
ogous reproduction, which traditionally empha-
sizes internal dynamics—namely, the tendency for
individuals in positions of power to hire others
who resemble them demographically (Kanter,
1977). However, our findings suggest that external
social factors, such as the racial composition of the
local community, can counteract or moderate this
tendency. The community's diversity appears to
exert external pressure on coaching staff hiring
practices, encouraging more inclusive hiring in di-
verse areas. This supports the notion that commu-
nity expectations influence organizational behav-
ior, challenging the homogeneity typically associ-
ated with homologous reproduction.

The Impact of Head Coach Race on the Racial
Composition of Assistant Coaching Staff
Consistent with H1 and H2, our findings reveal
that head coaches who are White tend to hire a
higher proportion of White assistant coaches,
while Black head coaches hire more Black assis-
tant coaches. These results provide strong support

for the theory of homologous reproduction: head
coaches in positions of power tend to replicate
their own demographic characteristics in their hir-
ing decisions (Cunningham & Fink, 2006; Lovett
& Lowry, 1994).

This confirms earlier research showing that
head coaches, when given the authority to hire, of-
ten replicate their own race within their coaching
staff (Cunningham & Sagas, 2005). The higher
proportion of Black assistant coaches under Black
head coaches, as seen in our study, illustrates that
this dynamic applies to minority leaders as well.
However, it is worth noting that despite the posi-
tive effects of minority leadership in hiring more
diverse staffs, Black head coaches remain signifi-
cantly underrepresented overall. This suggests that
while homologous reproduction is a powerful
force, broader systemic barriers still limit access
to leadership roles for minority coaches in the en-
tirety of the sports industry. This includes all pro-
fessional and minor league teams, divisions,
sports, levels, and categories.

The Influence of Community Expectations on
Coaching Staff Diversity

The results for H3 and H4 further demonstrate
the significant role of perceived community ex-
pectations and local demographics in influencing
coaching staff diversity. The positive correlations
between community diversity and coaching staff
diversity, as well as the predictive role of per-
ceived community expectations, suggest that ex-
ternal social forces exert considerable influence on
hiring decisions. This aligns with existing theories
that external pressures from local communities
can influence organizational practices (Cunning-
ham & Fink, 2006).

These results expand the theory of homologous
reproduction by introducing community de-
mographics as a factor when influencing hiring
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decisions in collegiate athletics. While the theory
emphasizes the internal dynamics of hiring based
on demographic similarity, our findings suggest
that external pressures, such as the demographic
makeup of the community and community expec-
tations, can significantly alter or mitigate this pro-
cess. In diverse communities, coaches may feel
compelled to hire staff who reflect the racial and
ethnic composition of the local area, thus aligning
their hiring practices with broader social expecta-
tions. This external influence challenges the inter-
nal biases suggested by homologous reproduction,
highlighting a more dynamic interaction between
internal decision-making and external social
forces.

Moderating Effect of Campus Diversity on Homol-
ogous Reproduction

The moderation analysis for H5 provides fur-
ther evidence that external factors, particularly
campus diversity, can weaken the effects of ho-
mologous reproduction. The analysis revealed that
in environments with higher campus diversity, the
tendency for head coaches to hire staff similar to
themselves is significantly reduced. In contrast, in
less diverse environments, the negative effect of
homologous reproduction on coaching staff diver-
sity is more pronounced.

These findings offer critical insights into the
conditions under which homologous reproduction
operates. While the theory traditionally suggests
that demographic homogeneity is perpetuated by
those in positions of power (Kanter, 1977), the
presence of a diverse campus environment can
disrupt this tendency. This aligns with research in-
dicating that diversity initiatives and institutional
commitment to inclusivity can alter hiring prac-
tices (Phillips-Morrow et al., 2000). Our results
suggest that in more diverse environments, head
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coaches may feel pressure to align their hiring
practices with the values of inclusivity and repre-
sentation, thereby weakening the influence of ho-
mologous reproduction. So while this research
specifically focuses on NCAA Division Il Foot-
ball and NCAA Division | Football, the theory of
homologous reproduction is found in many other
scenarios throughout sports as well. Other scenar-
i0s include more men coaching women’s teams
and hiring other men on the coaching staff, women
attempting to coach more women’s teams and hir-
ing other women on the coaching staff, or maybe
specific genders coaching a specific sport due to
stereotypes of that sport.

Theoretical and Practical implications

Theoretically, this study provides robust sup-
port for the foundational principles of the theory
of homologous reproduction, while simultane-
ously extending its scope by highlighting the in-
fluence of external social dynamics. The original
theory, which emphasizes internal hiring biases—
where individuals in power tend to hire others who
share similar demographic traits—was strongly
corroborated by the findings related to the racial
composition of coaching staffs. In particular, the
study confirms that head coaches, whether White
or Black, tend to hire assistant coaches who mirror
their own racial background, reinforcing the core
notion of demographic homogeneity within organ-
izations.

However, this research also introduces key
modifications to the theory by identifying the sig-
nificant moderating role of external factors, such
as community and campus diversity. The results
demonstrate that the influence of homologous re-
production can be either reinforced or weakened
by the surrounding social environment. Specifi-
cally, in more diverse communities or on camp-
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uses with a high representation of minority stu-
dents, the tendency toward demographic homoge-
neity is mitigated. Conversely, in less diverse en-
vironments, the effects of homologous reproduc-
tion are more pronounced, leading to greater ho-
mogeneity within coaching staff.

This expanded theoretical perspective suggests
that homologous reproduction is not a static, inter-
nal process but one that is influenced by broader
social forces. These findings challenge the tradi-
tional understanding of the theory by showing that
organizational practices are not only influenced by
internal decision-making but are also susceptible
to external pressures. As such, future theoretical
models of homologous reproduction should inte-
grate the role of community and institutional di-
versity, acknowledging how these external dy-
namics interact with internal hiring tendencies to
make the overall composition of organizational
teams.

The practical implications of this study are par-
ticularly relevant for organizations seeking to fos-
ter diversity and inclusivity within their football
team. In the context of collegiate athletics, as well
as broader organizational settings, the findings
highlight the importance of cultivating diverse en-
vironments—both on university campuses and
within the surrounding communities—to promote
more inclusive hiring practices.

Institutions located in racially and ethnically di-
verse communities are better positioned to coun-
teract the effects of homologous reproduction.
These institutions can leverage their community’s
demographic diversity to promote more inclusive
hiring practices, aligning the composition of their
coaching staff with the values and expectations of
the local population. The same principle applies to
universities that prioritize campus diversity. A di-
verse student body creates a social environment
that naturally encourages more inclusive hiring

decisions, thereby reducing the tendency for ho-
mogeneity in coaching staff and other organiza-
tional units.

Moreover, these findings have direct implica-
tions for the design and implementation of diver-
sity initiatives within collegiate athletics. Athletic
departments and university administrators can use
these insights to develop policies and programs
that actively counteract the internal biases associ-
ated with homologous reproduction. By fostering
diverse environments and engaging with external
social dynamics, institutions can ensure that their
diversity initiatives are more effective and better
aligned with both internal goals and community
expectations.

Additionally, these insights extend beyond col-
legiate athletics and can be applied to a range of
organizational contexts. External social factors,
such as community demographics and institu-
tional diversity, can be strategically leveraged to
promote inclusivity and representation within or-
ganizations. This approach can help create a more
equitable workplace by addressing both internal
biases and external pressures, leading to more bal-
anced hiring practices and greater organizational
diversity, not only in the sports industry, but in the
entire world as a whole.

Limitations and Future Research Direction

While this study advances understanding of di-
versity in collegiate athletics, it has certain limita-
tions. The reliance on quantitative methods ex-
cludes qualitative insights that could provide a
deeper understanding of decision-making pro-
cesses. Additionally, the focus on football pro-
grams in the NCAA Division | and Il may limit
generalizability to other contexts.

Future research should expand the scope of this
study by examining diversity in hiring practices
across a broader range of sports, including
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women’s and non-revenue sports, as well as across
different levels of competition such as Division 11
and professional leagues. Longitudinal studies
would be valuable in tracking changes in coaching
staff diversity over time, providing insights into
how shifts in community demographics or institu-
tional diversity initiatives impact hiring practices.
Additionally, exploring intersectionality in hiring
decisions—considering how race, gender, socio-
economic status, and other demographic factors
interact—could deepen understanding of how
multiple identities influence opportunities in col-
legiate sports leadership. Research should also as-
sess the effectiveness of institutional diversity pol-
icies in reducing the impact of homologous repro-
duction, offering practical recommendations for
fostering inclusivity. Furthermore, future studies
could explore regional and cultural differences in
hiring dynamics, comparing how rural, urban, and
international contexts shape the relationship be-
tween community diversity and coaching staff
composition. Lastly, examining the role of im-
plicit bias in hiring decisions could provide in-
sights into how unconscious preferences affect di-
versity outcomes, leading to potential interven-
tions to mitigate these effects.

There is opportunity to further research discus-
sion by possibly looking more into the diversity of
a team compared to a coaching staff, dependent
upon the sport and location of the school. For ex-
ample, do White male coaches tend to recruit more
White athletes or more Black athletes for a sport
that may be heavily influenced by one or more
races in a less diverse or more diverse area? Or do
coaches only recruit players based on their athletic
and human decency ability, instead of categoriz-
ing them as people based on what they look like?

JBSM Vol. 5, No.2, 2024
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There may be similarities and differences of all
these factors combined, but it is only a matter of
fully taking a dive to discover the thoughts and
processes behind them.

6. Conclusion

This study provides critical insights into the dy-
namics of diversity within collegiate football
coaching staffs, highlighting the role of homolo-
gous reproduction and the moderating effects of
external factors such as community and campus
diversity. The findings confirm that head coaches
tend to hire assistant coaches who share their ra-
cial background, a phenomenon that reinforces
homogeneity. However, the study demonstrates
that institutions in diverse communities or with di-
verse student populations can mitigate this effect,
promoting more inclusive hiring practices.

These results underscore the importance of ad-
dressing both internal biases and external social
pressures in fostering diversity within athletic de-
partments. By leveraging community and campus
diversity, universities can align their hiring prac-
tices with broader inclusivity goals, ultimately en-
riching the organizational culture and reflecting
the values of their student body and surrounding
community
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