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EXECUTIVE SUMMARY
The report reviews existing research in the areas of football governance, football 
manager trends, and black and minority ethnic (BME) managers and coaches and 
supplements this with preliminary analysis of data on the way in which football 
coaches, rather than football managers, are appointed to clubs.

Changes in the governance structures at clubs are changing the roles, which are 
available, and a number of factors are identified which affect the way in which 
coaches are appointed. These factors are explored in pilot case studies which 
highlight the challenges of gaining, and retaining employment as a professional 
football coach.

In this challenging market, the report then identifies barriers and facilitators of 
employment as football manager, and football coach, for BME candidates.

The report concludes with areas in which further research is required to identify 
the most effective ways to make positive interventions both to tackle the 
challenges facing professional coaching in English football and to encourage and 
assist a greater number of BME candidates to gain employment in football coaching:

1. The research analysed in this paper is based on preliminary research and pilot 
case studies of Professional Football Coaches Association (PFCA) members. 
Whilst these offer an overview of the different groups within the coaching 
market, this was based on a limited sample.

2. The pilot case studies offer some additional insights into the challenges 
facing football coaches in gaining employment, but it would be useful to 
sample a set of case studies from each of the three patterns of football 
coach career progression ie: upward, downward and sidewards shifts.

3. This paper does not focus on the challenges facing players aiming to make 
the move into coaching, but it would be helpful to understand this part of the 
pathway into professional football coaching.

4. It would be useful to study in greater detail the impact of changing football 
ownership and governance structures, and in particular, the increasing use 
of Technical, or Sporting Directors on the roles of Head Coaches and other 
coaching staff.

5. Whilst some challenges facing black managers have been identified, this 
research has not combined these areas to study the comments facing  
BME coaches to see whether the challenges are the same as, or similar to, 
the challenges facing professional coaching more broadly.
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01
INTRODUCTION

This report aims:

1. To review areas of current research, which underpin analysis of the football 
coaching market, including:

• the instability of the market for football managers

• the impact that this has on changes in football coaching staff

• changes in the ownership and governance structures of clubs existing 
research into ways of improving the proportion of BME managers  
and coaches.

2. To review two sets of preliminary and pilot studies conducted by the PFCA 
into professional football coaches. The first set of data:

• provides an overview of the pathways followed by football coaches and 
provides an initial picture of those within football coaching and the 
challenges, which they face

• to provide richer insights, a set of pilot case studies of the pathways and 
challenges of particular individuals are explored.

3. To identify ways in which the appointment of BME managers and coaches 
differs from the patterns and challenges for the broader football  
coaching market.

4. To identify areas of further research needed to understand the most 
effective ways to make positive interventions both:

• to tackle the challenges facing professional coaching in English football 

• to encourage and assist a greater number of BME candidates to gain 
employment in football coaching.
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02
FOOTBALL MANAGERS AND COACHES

The traditional structure for the football side of a club in England has tended to 
be that of a Football Manager, who is responsible for overseeing all aspects of 
football coaching, match preparation, team selection, tactics and for getting the 
best performance from the team, but also determines – together with the Owners 
and Board of Directors – the identification and recruitment of football players. 
The Football Manager also heads up the team of backroom football staff, which 
may involve an Assistant Manager, first team and other coaching staff as well as 
Scouting, Medical and Fitness specialist staff.

The role of Football Manager in England has differed historically from that in 
other countries, which have inclined more to the role of Head Coach, with the 
responsibility for player identification and recruitment being handled by a Sporting 
Director. In this latter structure, the Head Coach reports in to the Sporting 
Director, whereas the Football Manager tends to report directly to the Chief 
Executive Officer (CEO), Chairman or Owner directly.

Most commonly, the governance of the senior team is separate to that of  
youth players, and football academies who will have their own management and 
coaching staff.



>>

1110

03
TURBULENCE IN THE FOOTBALL MANAGER MARKET

Instability and the shortening tenure of football managers has an impact on 
the market for football coaches. As analysed more fully in section 4, the biggest 
reason for changes in coaching staff is a change of football manager.

In the 2013-14 season, there were 37 dismissals of football managers compared 
with 43 in 2012-13. There were, however, only 6 resignations compared with 20 
for the comparable period in the previous season. In addition in 2013-14, over 125 
coaches lost their jobs in the professional football leagues.

As described in more detail in Section 4, almost half of the PFCA coaches had 
been sacked at some point in their careers and, of those who had been sacked, 
the biggest reason for these dismissals (44%) resulted from changes of football 
manager, suggesting that the instability of the football coaching market is linked 
to instability in the football management market. Other reasons for changing 
coaching staff are changes of club ownership (12%) and financial problems at the 
club (20%).

FIGURE 1: 
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04
CHANGING FOOTBALL GOVERNANCE STRUCTURES  

AND THE IMPACT ON FOOTBALL COACHING STAFF

The last two reasons for changes in coaching staff relate to the governance 
and ownership structures of football clubs. 

This section discusses some changes and trends in these, which may impact on the 
stability and nature of roles available to football managers and football coaches. 

Whilst the traditional model of governance on the football management side of 
clubs in England tended to the role of ‘Manager’ who was responsible for transfers 
and budgets as well as the coaching and football specialist tasks, models in other 
parts of the world varied. The most typical European model, for example, has a 
Sporting Director, with Board level involvement, and a Head Coach. The typical 
split of responsibilities would be that the Head Coach is involved in coaching and 
activities involved in match readiness and performance, whereas the Sporting 
Director engages with talent ID, recruitment and transfers. In this model, the 
Head Coach is almost a cyclical role, which may change every year or two, and the 
stability, strategy for style of play, and recruitment plans would continue through 
the Sporting Director, maybe throughout the tenure of several managers. 

Research by Phil Church of the Professional Footballers Association (PFA) (2012, 
See Appendix 5) identifies a number of reasons why there is an increased trend 
towards the appointment of a Technical Director or Sporting Director. 

• EPPP  
The Premier League’s Elite Player Performance Plan (EPPP) will favour 
expansion of Academy programmes. This may result in a re-evaluation of the 
role of young players and how young players may progress through the ranks 
of the club. 

• New Ownership  
New owners, increasingly often new international owners, may come into 
clubs bringing with them new business models and new philosophies. One such 
model is that in which a Technical, or Sporting Director holds a place on the 
Board. This may change the roles, not just of the Technical Director, but of the 
manager and coaches, as indicated above. 

• Current Trend  
As more clubs adopt this model, other clubs will consider this as a possible 
business model and might be more likely to adopt these roles. Church 
concludes that the more clubs, which adopt these different governance 
structures, the more other clubs will follow suit. One of the main implications 
of this shift is that recruitment and first team support will be offered by 
the Technical Director role. This creates new opportunities, but seems likely 
also to reduce the number of opportunities for more junior coaches to get 
onto the first rung of the ladder as clubs may well employ fewer coaches in 
consequence of appointing at this more senior level.
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FOOTBALL COACHING CAREERS

A preliminary survey of the members of the PFCA in 2011, produced 120 responses. 
Analysis of these provides an initial ‘broad brush’ picture of the career pathways, 
trajectories and challenges facing football coaches. 

One of the first findings, is that the PFCA can be split into three main parts: 

• Those who coach on their way UP to becoming football manager 

• Those who coach THROUGHOUT their careers, as specialist Assistant 
Manager, First Team Coach, Goalkeeping Coach, Academy Coach etc 

• Those who have managed (and often coached on the way up to management) 
but having either been dismissed or decided that they no longer wish to 
manage, have reverted (back DOWN) to coaching roles. 

Of those who responded, 81 of 120 (67.5%) were currently in employment as 
coaches. 108 of 120 (90%) had been employed as coaches in the professional game 
(others have coached in non league or fulfilled specialist roles other than football 
coaching). Interestingly, 85 of 120 (70.8%) have also managed at some point in 
their football coaching career and 86 of 120 (71.67%) were previously professional 
football players. 

Coaches were asked to describe the changes of role, which they had made 
throughout their coaching career. These were: 

TABLE 1: SHIFTS IN COACHING CAREERS

CAREER MOVE NUMBER

SIMILAR 66

COACH TO MANAGER 21

MANAGER TO COACH 14

RESERVES TO SENIOR 17

SENIOR TO RESERVES 4

ACADEMY TO SENIOR 26

SENIOR TO ACADEMY 13

OTHER

TOTAL 173
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Similar moves can be seen when a coach remains within a similar role, but most  
of the others described are either moves up from academy to senior coaching 
roles, and from coaching to management, or conversely, moves from management 
back to coaching or academy roles. These shifts have been classified into those 
which are ‘similar’ or at the same level, those which are essentially UP, and those 
which involve reverting to coaching roles having previously been employed as 
football manager. 

TABLE 2: SHIFTS UP, ACROSS AND DOWN WITHIN COACHING CAREERS

TOTAL NUMBER OF ‘SHIFTS’ 173 % OF 
TOTAL

UP 64 36.99

SAME 66 38.15

DOWN 31 17.92

OTHER 12 0.07

75.9% of the coaches surveyed went straight into a coaching role when they 
finished playing football. For the remaining 24.1% who had a gap before they began 
to coach, the reasons for this were split between difficulty in finding a suitable 
role (29.7%), pursuing other interests (24.3%), wanting a break to consider future 
career options (24.3%) and other personal reasons for the gap (21.6%). 

Almost half of the coaches surveyed have been sacked from their role (48.3%) 
whilst 51.7% have never been sacked. 

Of those who have been sacked, the largest single reason is because of a change 
of manager (Figure 2) (44%), changes of club ownership accounted for 12% of 
coaching dismissals, whilst financial problems at the club accounted for a further 
20% of coaching dismissals. 

The average length of time that coaches were unemployed and seeking 
employment between roles was 0.84 of a year, or around 10 months and 41.2%  
of those surveyed had at least one gap in employment.

TABLE 3: WHAT DID YOU DO DURING GAPS IN EMPLOYMENT?

TAKE OTHER EMPLOYMENT IN FOOTBALL EG: SCOUT 41

TAKE EMPLOYMENT OUTSIDE OF FOOTBALL 28

TAKE FOOTBALL-SPECIFIC TRAINING COURSES 42

TAKE OTHER TRAINING COURSES OUTSIDE OF FOOTBALL 31

If they had employment outside of football, this was across a broad spectrum 
of sectors and roles from education, running small businesses through to sales, 
manufacturing, postman, labourer and driver. No dominant type of alternative 
employment could be discerned given the size of this sample, although small 
business and teaching in education were the most frequent other occupations in 
this preliminary survey.

TABLE 4: HOW DO YOU FIND OUT ABOUT COACHING JOBS?

FROM FRIENDS IN FOOTBALL 101

THROUGH THE MEDIA 54

FROM MY AGENT 11

FROM OTHER JOB ADVERTS 49

CONTACTED BY CLUB/MANAGER 49

THROUGH SPECIALIST WEBSITES 76

Of those currently working as a coach, 31.5% knew the manager who employed 
them, whereas 68.5% did not. Where there was a previous connection between 
coach and manager, the most common link was having worked together previously 
(45.4%), 18.18% knew the manager through mutual friends, and 15.9% previously 
played together at the same club.

FIGURE 2: 
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HOW ARE COACHES APPOINTED?   

PILOT CASE STUDIES

CASE 1:  An ex professional footballer, having played his career in the Premier League, ‘A’ 
had his coaching qualifications up to UEFA A and had been club captain when his 
career ended through injury in his early 30’s. Initially offered an Academy coaching 
role with one of his ex managers at Championship level, this unfortunately 
failed to transpire as the manager was himself sacked before the contract 
had been signed. ‘A’ then tried unsuccessfully to gain appointment either as 
coach or manager across levels from Conference up. Having failed to do so, he 
then managed lower in the football pyramid on an expenses only basis whilst 
completing his UEFA Pro Licence. Having completed further qualifications and had 
help with his CV and approach to appointment, he then eventually secured a role 
as a Development Coach with a club for which he had previously played, but his 
contract was not renewed after a matter of months, because the manager had 
been sacked, and the new manager wanted to bring in his own staff. ‘A’, through 
persistence, eventually secured a role as a football manager. 

CASE 2:  ‘B’ is an ex professional footballer at Premier League, Championship, League 1 
level who began his coaching career alongside the final years of his playing career, 
having already completed a UEFA A licence. Beginning as a youth coach with U18’s, 
the player progressed up the ranks to Reserve Team Manager before leaving the 
club for the role of Assistant Manager alongside a newly appointed manager with 
whom he had previously played. Unfortunately, the manager was sacked after a 
brief tenure, and ‘B’ was sacked with him. 

CASE 3:  ‘C’ was an influential player and captain in a Championship club. When a new 
manager was appointed and the player was reaching the end of his playing career, 
the player, who had completed his UEFA A in preparation for this, was given the 
opportunity to move into a coaching role. Eventually becoming joint 1st team 
coach alongside another ex-player, ‘C’ moved with his manager to a new club and 
was subsequently dismissed with him. After a short period the manager was 
reappointed to a new club and took ‘C’ with him as Assistant Manager.



20 21

CASE 4: 
‘D’ is a current manager at Championship level whose coaching staff were 
dismissed by the board, was seeking a new Assistant Manager and, as part of this 
process, asked for recommendations from a number of people on the basis of a 
specification of certain characteristics to do with coaching ability, ambition  
and personality. 

CASE 5:
‘E’ moved into a coaching role with the club for whom he finished his lengthy 
playing career. Gradually moving up the ranks to roles with the Senior Team, ‘E’ 
became Assistant Manager and remained in this position through a succession 
of managerial appointments at the club. Eventually leaving the club to work in 
another club where he felt that he might have better prospects, ‘E’ was appointed 
as Caretaker Manager after the dismissal of the Manager on relegation of the 
club and was subsequently appointed as Manager. 

CASE 6: 
‘F’ has variously been employed as Assistant Manager, Manager and Scout since 
the end of his playing career. Having initially become Assistant Manager to his 
previous Manager at the club where he was playing when he retired, he then moved 
with his Manager to a number of other clubs. After a period in which his Manager 
did not gain re-employment he then worked with others with whom he had played 
as Assistant and eventually became Caretaker Manager after the dismissal of one 
Manager. He was later appointed Manager of a club he had worked for, but after 
his dismissal, chose not to seek further employment as a Manager but has worked 
again as an Assistant Manager and Scout. 

CASE 7: 
‘G’ finished playing and was unable to gain a coaching role in that club. He later 
applied and was appointed by another club for which he had played in an Academy 
management role. 

CASE 8: 
‘H’ worked as Player-Manager in the Conference. After his dismissal, he was 
unsure whether to continue as a Football Manager or whether he would be likely 
to gain re-employment. He applied for a role in youth development having found 
out about the role from a former Manager who worked in that club and having 
been successful in this role, later moved to two other clubs. Now working in a 
development role in the Premier League. 

CASE 9: 
‘I’ has worked in academy and senior coaching roles within football. Currently out 
of work after dismissal, he is seeking re-employment. There are few advertised 
coaching roles, only youth and Sporting/Technical Director roles tending to be 
formally advertised. Largely ‘I’ is having to rely on networks and word of mouth 
to find out about jobs. Where roles are advertised, the quality of information on 
these is variable. For one role with a Premier League club, there was no “person 
specification” and ‘I’ was told that this is because “we do not know what kind of a 
person we want.” The process of advertisement of coaching jobs is poorly handled 
and often lacks transparency. 

CASE 10: 
‘J’ is seeking new employment as a coach, ideally with senior players as his 
ambition is to progress to work with senior players from his current academy 
role. Information about the availability of roles often comes through networks 
and connections. Given the number of applicants, ‘J’ recognizes the importance 
of patronage and has previous managers who might make a call to support his 
application. Otherwise he recognizes that the number of applicants for every 
role makes it hard to even get an interview. Often, clubs do not respond or even 
acknowledge receipt of CV’s or applications. ‘J’ feels that he needs to actively seek 
other employment as he has seen most of those who appointed him dismissed 
from his current club and fears for his long-term job security.
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SUMMARY OF PILOT CASE STUDIES 

Even from this small number of case histories, a number of challenges of 
employment of coaching staff become apparent.

• Poor advertising of roles

• Lack of transparency of recruitment process

• Paranoia of those appointing coaches

• Supply considerably exceeds demand

• Changes to governance and ownership structures

• Lack of job security

• Coaching and management career pathway

• Role of agents

• Role of networks

• Type and age of manager

• Role of patronage

• Lack of clear career pathways

• Poor salaries

• Role of qualifications

• Perception of being lost and unsupported

• Transition
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PRELIMINARY ANALYSIS OF RECRUITMENT  

CHALLENGES FOR FOOTBALL COACHES

The list below suggests an agenda of areas where further research and possible 
interventions might help to improve the process and identification of the best 
and most suitable candidates to the benefit of the game. A more effective, open 
and transparent system might also address some of the suggestions of inequity, 
which are perceived by many, if not all of the candidates who engage in this 
very imperfect market. These perceptions are experienced irrespective of age, 
gender, ethnicity but the feelings of frustration and exclusion may be further 
exacerbated by any of these.

POOR ADVERTISING OF ROLES 

As with football manager roles, coaching roles are rarely advertised. Some 
categories of role are advertised more often, roles in Academies, specialist 
roles such as goalkeeping coaches, some sporting and technical director roles 
are advertised via websites, newspapers, specialist football jobs’ websites or 
governing bodies. Rarely, if ever, however, are football manager or first team 
coach roles advertised. Such is the level of media scrutiny that agents and direct 
applicants tend to apply for roles, sometimes even before the previous incumbent 
has been dismissed. Roles are often filled before the departure of the previous 
incumbent is even in the public domain. 

LACK OF TRANSPARENCY OF RECRUITMENT PROCESS 

Players, coaches and unemployed managers often complain of a lack of 
transparency in the process. Clubs refer to receiving 100+ ‘serious’ applications 
for any and every vacant role, but often do not even acknowledge receipt or offer 
any feedback. Some clubs seem to provide relatively poor job specifications or 
person specifications, even when jobs are advertised. Thinking about what kind of 
candidate they are seeking does not always seem clear. There are many reported 
recruitment situations in which agents play a role, or in which networks, patronage 
and other mechanisms mean that there appears to be an ‘inside track’ which 
favours some candidates over other equally qualified candidates. 

PARANOIA OF THOSE APPOINTING COACHES 

The turbulence and instability of the market for football managers has a 
knock-on effect on the employment and recruitment of coaches and other 
categories of football specialists. As suggested in one of the above pilot cases, 
football managers are often under threat for their own jobs. They can sometimes, 
possibly understandably, be reluctant to employ coaches who they feel might be 
a threat to them. This could be either good up and coming coaches who might be 
seen by Boards of Directors as potential (cheaper) replacements, or more senior 
‘older heads’ or Technical/Sporting Directors who revert to manager positions 
themselves. As there are several instances of both of these happening, managers 
often prefer to take with them coaches with whom they have worked previously, 
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who they trust, with whom they played or who they know personally. Whilst having 
an excellent coaching staff is desirable, it is also a threat, and might result in 
candidates being appointed because “they are career coaches, not managers” or 
as explained in one case “because I am sure that he does not want my job”.

SUPPLY CONSIDERABLY EXCEEDS DEMAND 

The basic problem in both the football management and football coaching markets 
is that many years of hire and fire has created a large pool of potential managers 
and coaches with similar levels of experience. In addition, changes in governance 
structures and an increase in foreign ownership has both brought in more foreign 
national coaches, and changed, and diminished (see governance) the roles of 
coaching staff. 

CHANGES TO GOVERNANCE AND OWNERSHIP STRUCTURES 

As detailed in Section 3, fashions in governance structure have changed over 
time from the English Football Manager role which encompassed recruitment, 
transfers, budgets as well as coaching, to allocating the first three of these to 
a Sporting or Technical Director and making the Manager a Head Coach, a more 
operational role which often does not involve recruitment, strategy and high 
level board responsibilities. If the Manager role has diminished to that of Head 
Coach, then so, the roles of Assistant Manager and 1st Team Coach also diminish. 
There has been, over recent years, a poor delineation between the remit of the 
different roles, particularly there has been some confusion about what, if any, 
role a Director of Football might play. Now the governance structures, and what 
is meant between the titles within that structure is anyone’s guess. There is little 
clarity, maybe even among those who are appointing the staff, as might seem 
to be the case given the lack of clarity in even those job adverts which exist. 
Similarly, on the supply side, any number of potential candidates might apply for a 
Sporting Director role, some with football playing experience, some without, some 
from youth and development, others who are commercial or lawyers. The field of 
applicants becomes ever larger, and those recruiting have to make comparisons 
and decisions between candidates who are ‘apples and pears’ ie: with disparate 
and diverse backgrounds who would bring completely different capabilities to  
the role.

LACK OF JOB SECURITY

Turbulence in the football manager role is a major cause of turbulence in the 
market for football coaches. When a football manager is dismissed, two or three 
coaches, and sometimes more, may also be dismissed, as the new incumbent may 
wish to bring his own trusted staff in with him. Whilst the expectation that teams 
of football backroom staff move between clubs together has reduced, because of 
the cost and the lack of stability which this brings to clubs, this still defines the life 

of a football coach. Regardless of how well the coach performs his or her duties, 
if the manager is dismissed, so often is the coach. The football coach then has 
choices; wait until the manager gets another job in the expectation and hope that 
if he, or she, does, the coach may also get a job. Of course, as clubs increasingly 
move to retain existing staff, then this may not transpire. Or the coach can try 
to gain employment alongside another manager. The more senior the role, from 
football specialists and youth coaches through to 1st team coaches and assistant 
managers, the fewer opportunities exist. 

COACHING AND MANAGEMENT CAREER PATHWAY 

Where opportunities do exist, particularly when this involves employment of an 
assistant manager or first team coach, the previous experience of the coach 
plays an important role. As well as where and with whom coaching experience has 
been gained, how well qualified the coach is, and how well the coach has succeeded, 
consideration may also be given to which of the three ‘coaching career pathways’ 
the coach is on. 

As explained in section 4, the PFCA data suggests that there are three groups  
of coaches:

1. Those who coach on their way up to management roles 

2. Career Coaches, who remain as First Team Coach, Assistant Manager, 
Goalkeeping Coach etc throughout their careers 

3. Those who have been managers but revert to coaching roles by choice or 
through lack of opportunity 

4. In addition, there is group 4, those who are still playing and want to coach, but 
do not have experience. 

The preference of those appointing a coach appears to be for those in group 2, as 
they are perceived as less of a threat. Those in group 3 suffer most, although they 
may not have managed for long, or have a realistic chance of managing again. Even 4 
are perceived as less of a threat although they do not have the experience of 1 or 3.

ROLE OF AGENTS

Agents may recommend coaches for positions although the value and relationship 
between agents and coaches is not clear. Many players have agents, however,  
with few clear vacancies and with a strong influence of the manager in the choice 
of coaches, it is not clear whether there is, or how much, value can be gained  
from agents.
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ROLE OF NETWORKS

As coaching roles are not often advertised, networks of contacts play an 
important role in letting potential candidates know about posts. If someone is on 
the outside of those networks, for whatever reason, they may simply not find out 
about the existence of posts until it is too late. Players at a club, or those with 
some other link are more likely to get coaching roles, sometimes alongside the end 
of playing careers.

TYPE AND AGE OF MANAGER

An older more experienced manager will be less likely to feel threatened by a 
young up and coming coach, or even a coach who has a small amount of previous 
management experience. A younger, or less experienced manager, or one who feels 
job insecurity will be less bold in choice of coaches.

ROLE OF PATRONAGE

If a coach does not have direct contact with a manager, the ‘endorser’ might be an 
ex manager, a senior manager from within the game with whom the candidate has 
a direct or indirect relationship. If the patron is ‘trusted’ then this endorsement of 
the character and capabilities of the coach can help to secure employment for the 
coach. As with networks, this works and helps those who have strong patrons, but 
can exclude those who for whatever reason do not.

LACK OF CLEAR CAREER PATHWAYS

In addition to the basic coaching career pathway indicated in Section 4, it can be 
difficult to make shifts between types of coaching role. So a move from Academy 
coaching to coaching senior players, or from managing back to coaching, is more 
difficult and it is not clear whether, and how, this might be possible.

POOR SALARIES

Although wages for managers at the top end of the game are high, wages for 
football managers in lower leagues are less so. An average salary for a football 
manager of £75,000 in League 1, and of £50,000 in League 2, means that coaching 
roles at that level are not well renumerated. Indeed it may cost more to gain the 
required coaching qualifications than the annual salary of some roles. Add to this, 
the chances that a club with financial problems may not honour severance clauses 
in contracts and coaching may increasingly seem like a poor career choice for  
past players.

ROLE OF QUALIFICATIONS

As qualifications are now mandatory for football managers, they are increasingly 
necessary for football coaches. Indeed, given the pool of available talent exceeds 
the number of posts, it is likely that candidates with UEFA A Licence, UEFA Pro 
Licence or UEFA Academy Managers’ Licence may be contesting every role.  
Whilst it is entirely to be wished, that England has a talented pool of coaching 
staff, the number of staff with these qualifications who are not currently 
employed, increases the onus on younger coaches to become qualified. Given the 
cost of a UEFA A Licence and above, the economics of this may not make sense 
if there are insufficient coaching employment opportunities. Moreover, some 
candidates may be priced out of the market, making football coaching elitist 
rather than elite.

PERCEPTION OF BEING LOST AND UNSUPPORTED

The difficulties of gaining employment, or re-employment, as a coach can leave 
ex players, coaches and managers feeling as though they are not being offered 
the required support. Whilst all of the football bodies attempt to offer support, 
and make available support, this perception is likely to persist, as what the coach 
wants is a job, and the football governing bodies may be unable to deliver this to 
every individual given the economics of the football coaching market.

TRANSITION

The pursuit of a coaching opportunity might follow dismissal from another club, 
or the end of a playing career. In either case, the individual might be going through 
the emotions, which go with this type of career transition. These can include 
anger, depression, loss of identity, loss of networks. These feelings may both 
hamper the process of seeking and gaining employment; “why bother, I stand no 
chance” and decrease the chances that those within the game will gain roles 
compared with those who are applying from other countries or who did not have 
lengthy playing careers.
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09
WHAT DO WE KNOW ABOUT BME  

FOOTBALL MANAGERS AND COACHES?

“It goes back to the system. Most of the coaches will have been players first and they 
start creating ambitions and plans for the future early on. If they can see a path and 
know that there are opportunities they will be more inclined to follow a path through. “

“This goes back into the roots of the system. We need to encourage black 
participation all the way back into the Academies and with players, not just with 
coaches and at the stage of managerial appointments. Leaders on the pitch 
often become the managers of the future – sometimes through player-coach or 
player-manager roles as a transition to management. Sometimes also the future 
managers are those handed responsiility by their managers of the time. These are 
transferable skills. If the captain shows fire and brimstone, it may mark them out 
as a future manager.”

“At one time there were very few black coaches on the courses but I see a larger 
proportion there now. I think some of this is a generational issue. The early black 
players clearly faced horrific racism and were the pioneers who raised awareness 
of the issues and made things better for the players who came after them.”

“It is important that black coaches take away all the excuses. How can anyone 
tell if there is institutional racism? Chairmen are not going to tell anyone that 
this is why someone is or is not appointed. But if there is no excuse, it is harder 
to turn down a good black candidate. That is why it is essential that black players 
are encouraged onto courses and provided with every opportunity to succeed in 
getting jobs and staying in them.”

(See Appendix 4 for League Managers Association (LMA)  

and Barclays report on Black Football Managers)

 
Currently, with the recent dismissals of Chris Powell, Paul Ince and Chris Hughton 
there are no black league football managers. In 2012-13, there were five black 
football managers Chris Powell, Chris Hughton, Chris Kiwomya, Paul Ince and  
Edgar Davids, as well as Noel Blake of England U18’s.

Even at last season’s level, the proportion of black football managers was 
low – around 4.4% of all managers appointed since 1992–93 have been black – 
particularly in relation to the proportion of black players (PFA numbers suggest 
that around 25% of players are black). Black coaches also account for only a small 
proportion of the total population of football coaches. 1 

PFA numbers suggest, however, that around 18% of the candidates who attend 
football coaching courses and other qualifications on the pathway to becoming 
football managers are black. This number is, if not as high, at least closer to the 
proportion of black players. Four of last season’s five black football managers and 
Noel Blake and Hope Powell, as international managers, have come through  
LMA football education courses.

 ”

“

1 Black coaches include Chris Ramsey, Tottenham, Les Ferdinand, Tottenham, Terry Connor, Ipswich, Alex Dyer, 
Charlton, Andrew Cole, Huddersfield, Alex Dyer, Charlton. Michael Johnson, Birmingham, Earl Barrett, Stoke.
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10
BME FOOTBALL MANAGER STATISTICS

Data from Bridgewater (2013) show a total of 41 appointments of black football 
managers in all leagues.

These have involved 23 different managers as a number of managers have held 
more than one post. Paul Ince has held five posts, Keith Curle and Leroy Rosenior 
(if the latter’s brief return to Torquay is counted) have each held four football 
manager posts, Keith Alexander and Chris Hughton three posts, Tony Collins, 
Carlton Palmer and Ruud Gullit have each held two posts. John Barnes held one 
English post – although had previous managerial experience at Celtic and with the 
Jamaican national team. Recent appointments Terry Connor, at Wolverhampton 
Wanderers in 2011-12, Chris Kiwomya at Notts County and Edgar Davids at Barnet 
have been appointed once each. A full list of black football managers is shown in 
Table 5 overleaf.
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TABLE 5: LIST OF BLACK FOOTBALL MANAGERS TO DATE

MANAGER CLUB DATE 
APPOINTED

DATE LEFT HIGHEST 
LEVEL

TONY COLLINS ROCHDALE 1960 1967 L2
TONY COLLINS BRISTOL CITY 1980 1980 CH
EDDIE STEIN BARNET 1992 1993 L2
VIV ANDERSON BARNSLEY 01 JUN 93 02 JUN 94 CH
RUUD GULLIT CHELSEA 10 MAY 96 12 FEB 98 PREM
CHRIS KAMARA STOKE CITY 22 JAN 98 08 APR 98 L1
RUUD GULLIT NEWCASTLE UNITED 27 AUG 98 28 AUG 99 PREM
ANDY PREECE BURY 30 DEC 99 06 DEC 03 L1

NOEL BLAKE EXETER CITY 10 JAN 00 24 SEP 01 L2
LEROY ROSENIOR BRISTOL CITY 14 JAN 00 27 JUN 00 L1
JEAN TIGANA FULHAM 01 JUL 00 17 APR 03 PREM
GARY BENNETT DARLINGTON 02 AUG 00 24 OCT 01 L2
RICKY HILL LUTON TOWN 10 JUL 00 15 NOV 00 L1
CARLTON PALMER STOCKPORT 

COUNTY
06 NOV 01 18 SEP 03 CH

GARRY THOMPSON BRISTOL ROVERS 24 DEC 01 09 APR 02 L2
LEROY ROSENIOR TORQUAY UNITED 09 MAY 02 19 FEB 06 L2
KEITH ALEXANDER LINCOLN CITY 05 MAY 02 09 APR 06 L2
KEITH CURLE MANSFIELD TOWN 04 DEC 02 11 NOV 04 L2
CARLTON PALMER MANSFIELD TOWN 20 DEC 04 19 SEP 05 L2
KEITH CURLE CHESTER CITY 29 APR 05 19 FEB 06 L2
IFFY ONUORA SWINDON TOWN 30 SEP 05 22 MAY 06 L1
LEROY ROSENIOR BRENTFORD 14 JUN 06 18 NOV 06 L1
KEITH ALEXANDER PETERBOROUGH 

UNITED
30 MAY 06 15 JAN 07 L2

PAUL INCE MACCLESFIELD 
TOWN

23 OCT 06 25 JUN 07 L2

KEITH CURLE TORQUAY UNITED 08 FEB 07 17 FEB 07 L2
LEROY ROSENIOR TORQUAY UNITED 17 MAY 07 17 MAY 07 L2
PAUL INCE MK DONS 25 JUN 07 21 JUN 08 L1
KEITH ALEXANDER MACCLESFIELD 

TOWN
27 FEB 08 03 MAR 10 L2

PAUL INCE BLACKBURN 
ROVERS

21 JUN 08 16 DEC 08 PREM

PAUL INCE MK DONS 06 JUL 09 08 MAY 10 L1
JOHN BARNES TRANMERE ROVERS 14 JUN 09 09 OCT 09 L1
CHRIS HUGHTON NEWCASTLE UNITED 27 OCT 09 06 DEC 10 PREM
PAUL INCE NOTTS COUNTY 20 OCT 10 03 APR 11 L1
CHRIS POWELL CHARLTON ATHLETIC 14 JAN 11 11 MAR 14 CH
CHRIS HUGHTON BIRMINGHAM CITY 22 JUN 11 06 JUN 12 CH

2 Premier League: Hughton, Ince, Connor, Tigana, Gullit 

3 Championship: Collins, Anderson, Palmer, Powell 

4 Kiwomya, Curle, Barnes, Rosenior, Hill, Kamara, Onuora, Preece 

5 Stein, Blake, Bennett, Thompson, Alexander, Davids

KEITH CURLE NOTTS COUNTY 20 FEB 12 05 FEB 13 L1
TERRY CONNOR WOLVERHAMPTON 

WANDERERS
24 FEB 12 01 JUL 12 PREM

CHRIS HUGHTON NORWICH CITY 07 JUN 12 06 APR 14 PREM
EDGAR DAVIDS BARNET 30 DEC 12 18 JAN 14 L2/CONF
CHRIS KIWOMYA NOTTS COUNTY 05 FEB 13 27 OCT 13 L1
PAUL INCE BLACKPOOL 18 FEB 13 21 JAN 14 CH

The low number of total appointments (41), makes it hard to do any in depth 
statistical analysis, but the following section tries to highlight any issues and 
trends which appear to characterise the black football managers – and how these 
might compare with the broader population of football managers. 

There have been seven appointments of black managers in the Premier League, 
these include Ruud Gullit (twice), Chris Hughton (twice), Jean Tigana, Paul Ince and 
Terry Connor. Ruud Gullit and Jean Tigana gained their experience outside of the UK. 
The first English black manager to be appointed to an English Premier League Club 
was Paul Ince at Blackburn Rovers, followed by Chris Hughton at Newcastle United, 
Terry Connor at Wolverhampton Wanderers and then Chris Hughton again at 
Norwich City. Chris Hughton was appointed at Championship level with Birmingham 
City, although he was subsequently appointed directly into the Premier League with 
Norwich. Paul Ince’s tenure at Blackburn Rovers was less than six months and Terry 
Connor five months.

TABLE 6: BLACK FOOTBALL MANAGERS TOTAL LEVELS MANAGED  
AND HIGHEST LEVEL MANAGED

LEAGUE TOTAL NUMBER OF 
MANAGERS

HIGHEST LEVEL 
MANAGED

PREMIER LEAGUE 7 52

CHAMPIONSHIP 6 43

LEAGUE 1 12 84

LEAGUE 2 16 65

41

There have been a further six appointments of black managers in the 
Championship. A majority, however, 28 of 41 appointments or 68.3% were in 
Leagues 1 and 2. That said, of the 13 appointments in Premier League and 
Championship, 4 Premier League and 3 Championship have been in the last five 
years, so it would appear that appointments of black manager at higher levels  
are becoming more frequent.
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11
BARRIERS AND FACILITATORS OF RECRUITMENT  

OF BLACK FOOTBALL MANAGERS

Research into potential barriers and facilitators of the recruitment of black 
football managers suggests a number of barriers to progress, as well as a number 
of areas in which positive intervention may be of help. 

Interviews with BME football managers indicate a number of perceived barriers to 
the appointment of a greater number of BME managers. 

Whether or not it is the case that there is racism in the process whereby football 
managers are appointed, it is incumbent upon football to ensure that the process 
is open, transparent, employs an equal opportunities process and can be seen to 
be fair and above board in its decisions. It is apparent from the overall analysis of 
the professional coaching market, that it is not easy to gain employment for any 
football coaches and managers, and, unless the recruitment process meets with 
equal opportunities for inclusion, this suspicion will inevitably be raised. 

Conversely, however, this research suggests a number of ways in which the 
recruitment of BME managers can be improved, and it may be worth exploring 
whether these interventions might also help in the recruitment of BME coaches.

The first of these areas for potential intervention is that of education. The LMA, 
PFA, FA and Premier League provide football coaching, management and leadership 
education to potential and current managers. A significant proportion of the 
current black football managers and those who have succeeded in the past, have 
been on LMA football management courses. These include Chris Hughton, Chris 
Powell, Noel Blake, Paul Ince, Keith Curle, Terry Connor, Andy Preece, key figures 
in football administration, including Paul Davis and Iffy Onuora at the PFA and 
Wayne Allison at The FA, and indeed others who have coached or are still playing 
and maybe managers of the future, including Les Ferdinand, Darren Moore, Chris 
Ramsey, Steve Brown, Michael Johnson.

Through a commitment to education, and by offering bursaries to good candidates 
who might not otherwise be able to afford attendance on these courses, it would 
add value to continue and strengthen this offering. We have recently redesigned 
and relaunched the Diploma in Football Management to expand and modularise 
this, in order to increase the number of good candidates we can educate.  
A priority area of the new course is Diversity.
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The second issue is that of the relative lack of black role models in football 
management, and in broader society, which has been suggested as a reason 
why more football players do not see themselves as future football managers 
and coaches. The LMA has among its members role models including Chris 
Powell, Chris Hughton, Paul Ince, Noel Blake, Iffy Onuora, (all graduates of the 
LMA Certificate course as well as being excellent Ambassadors on the basis of 
their playing, coaching and/or management records in football). In creating a 
pool of ambassadors who help to build the profile of black football coaching and 
management careers, more candidates may be encouraged to embark on coaching 
and management qualifications and the career pathways which lead out of these.

The third area for intervention is that of better understanding and researching 
the ways in which recruitment and appointment of football managers and coaches 
takes place, identification of where potential interventions could be made to 
create a more open and transparent recruitment process.



>>

4140

12
FUTURE RESEARCH

1. The research analysed in this paper is based on preliminary research and  
pilot case studies of PFCA members. Whilst these offer an overview of  
the different groups within the coaching market, this was based on a  
limited sample. 

2. The pilot case studies offer some additional insights into the challenges 
facing football coaches in gaining employment, but it would be useful to 
sample a set of case studies from each of the three patterns of football 
coach career progression ie: upward, downward and sidewards shifts. 

3. This paper does not focus on the challenges facing players aiming to make 
the move into coaching, but it would be helpful to understand this part of the 
pathway into professional football coaching. 

4. It would be useful to study in greater detail the impact of changing football 
ownership and governance structures, and in particular, the increasing use 
of Technical, or Sporting Directors, on the roles of Head Coaches and other 
coaching staff. 

5. Whilst some challenges facing black managers have been identified, this 
research has not combined these areas to study the comments facing BME 
coaches to see whether the challenges are the same as, or similar to, the 
challenges facing professional coaching more broadly.
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APPENDIX 1
ANALYSIS OF FOOTBALL MANAGEMENT TRENDS,  

LMA END OF SEASON REPORT 2013 - 2014

http://footballperspectives.org/end-season-football-manager-statistics-2013-14

The 2013-14 season has been somewhat different in its pattern of dismissals and 
resignations to previous seasons. We have had 37 dismissals of football managers in 
the 2013-14 compared with 43 in the previous season. The number of resignations 
of football managers, is also lower, with only 6 resignations compared with 20 for 
the comparable period in season 2012-13. In addition over 125 coaches lost their 
jobs in the professional football leagues in the 2013-14 season. 

The mix of dismissals by league looks noticeably different to that seen in recent 
seasons. Figure 1 shows the pattern of football dismissals by league in the past 
six seasons. In most of these, dismissals have been highest in Leagues 1 and 2, 
reaching as high as 14 for League 1 dismissals in 2008-09, 12 in 2010-11, and 11 for 
league 2 in 3 of the last 4 seasons. Dismissals in the Championship were also high, 
with 11 dismissals in both 2009-10 and 13 in season 2012-13.

Dismissals in the Championship were high with 10 managers dismissed in season 
2013-14. The highest number of football managers dismissed has been in the 
Premier League, a trend which runs counter to previous seasons in which 
dismissals in the Premier League were lower, often half the level or less than those 
in the Football League.

TABLE 1: SHOWS THE SPLIT OF DISMISSED MANAGERS BY LEAGUE

LEAGUE MANAGERS DISMISSED

PREMIER LEAGUE 12

CHAMPIONSHIP 10

LEAGUE 1 8

LEAGUE 2 7

37

In season 2013-14, 12 football managers were dismissed in the Premier League, the 
highest number of managers dismissed in this league since its formation in 1992.

The average tenure – the length of time these managers were in post before 
their dismissal was 1.22 years. This is lower than in the Premier League in previous 
seasons (see Table 2) and lower also than overall tenure of dismissed managers in 
the last two seasons.

FIGURE 1: 
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BY LEAGUE  
2007-08 TO DATE

 League 2 
 League 1 
 Championship 
 Premier League

0

10

20

30

40

50

9

6

9

7

2007-08 2008-09 2009-10 2010-11 2011-12 2012-13 2013-14

7 11
11

12

9

6

10

11
7

8

10

12

8

11

9
13

6 8

9

11

5

14

8

4

1.0
END OF SEASON  

FOOTBALL MANAGER 
STATISTICS 2013-14  

DR SUE BRIDGEWATER, 
UNIVERSITY OF LIVERPOOL 

FIRST PUBLISHED MAY 2014

N
U

M
B

E
R

 O
F

 M
A

N
A

G
E

R
S

http://footballperspectives.org/end-season-football-manager-statistics-2013-14


4544

Overall tenure of dismissed managers in season 2013-14 was 1.44 years, down 
from 1.87 in the previous season and 1.7 in 2011-12. Appendix 1.1 shows the  
tenure of dismissed managers over time. Average tenure of dismissed managers 
in the Premier League is now lower than the overall average tenure of  
dismissed managers.

TABLE 2: AVERAGE TENURE OF DISMISSED FOOTBALL MANAGERS,  
LAST 3 SEASONS

2013-14 2012-13 2011-12

PREMIER LEAGUE 1.22 2.816 2.65

CHAMPIONSHIP 1.937 1.04 1.96

LEAGUE 1 1.48 1.37 1.39

LEAGUE 2 1.08 2.57 1.46

AVERAGE 1.44 1.84 1.7

Appendix 1.2 shows the longest-serving football managers in the professional 
leagues. Half of all professional football managers have now been in post for less 
than one year. 

The previous highest number of dismissals in the Premier League was 9 in  
season 1994-95, the 8 dismissals in the season 2012-13 was the second highest 
number of managers dismissed.

6 The Premier League tenure figure last season was raised, in part, by the dismissal of Tony Pulis,  
Stoke after 6.94 years. Without Pulis, the average tenure of dismissed managers in the Premier League  
is 2.22 years.

7 The tenure figure for the Championship in 2013- 14 is raised by the dismissal after above average tenure 
of Gus Poyet (Brighton 3.68 years), Nigel Clough (Derby 4.72 years) and Chris Powell (Charlton 2.16 years).

TABLE 3: PREMIER LEAGUE DISMISSALS 1992-93 TO 2013-14

SEASON TOTAL 
DISMISSALS

13-14 12

12-13 8

11-12 5

10-11 6

09-10 5

08-09 4

07-08 7

06-07 5

05-06 3

04-05 5

03-04 5

02-03 6

01-02 6

00-01 6

99-00 5

98-99 6

97-98 3

96-97 5

95-96 3

94-95 9

93-94 5

92-93 5

Whilst in some instances, changing manager has improved the performance of 
these clubs such that they have remained in the Premier League, as in the cases 
of Sunderland and Crystal Palace, in others, such as those of Norwich, Fulham 
and Cardiff, the change of manager did not result in the club remaining in the 
Premier League, and indeed the instability caused by the changes may have been a 
contributory factor to relegation. 

Table 4 shows the impact of changing manager by clubs in the bottom half of the 
Premier League in the 2013-14 season.
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TABLE 4: IMPACT OF CHANGES IN AVERAGE POINTS IN 6 GAME BLOCKS

PRE POST

18-13 12-7 6-1 1-6 7-12 13-18

JOL TO 
MEULENSTEEN

1 0.833 1 1 0.66

MEULENSTEEN TO 
MAGATH

 1 0.66 0.66 1.33

DI CANIO TO POYET 1 0.5 1 1.5 1.833

MACKAY TO 
SOLSKJAER

1 1.166 0.833 0.66 0.66 0.833

HOLLOWAY TO 
PULIS

1 0.833 0.5 1.166 1.166 1.5

HUGHTON TO 
ADAMS

1.166 0.833 1.33 0.22

CLARKE TO MEL 1.33 1.66 0.66 1.166 0.5 1.33

AVERAGE IMPACT 
OF CHANGE

1.099 1.046 0.783 0.838 0.969 1.374

This is shown graphically in Figure 2.

FIGURE 2: AVERAGE POINTS IMPACT OF CHANGING MANAGER IN  
BOTTOM HALF OF THE PREMIER LEAGUE

 JOL TO MEULENSTEEN

 MEULENSTEEN TO MAGATH

 DI CANIO TO POYET
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 HUGHTON TO ADAMS

 CLARKE TO MEL

NUMBER OF GAMES BEFORE AND AFTER DISMISSAL IN 6 GAME BLOCKS

Whilst upward trends can be seen in the changes of manager by Sunderland and 
Crystal Palace, downward trends are seen in the changes at Norwich, Cardiff 
and Fulham. If the average impact is shown graphically, the trend line is upward, 
although not until around the 13 – 18 game mark (See Figure 3).

FIGURE 3: AVERAGE IMPACT OF CHANGING MANAGER IN BOTTOM HALF OF THE 
PREMIER LEAGUE

The conclusion that changing football manager is an easy option, should, however 
be viewed with considerable caution for a number of reasons.

First, this analysis looks at the central tendency from a small number of cases, so 
if just one or two management changes produce positive results, as last season in 
the cases of Crystal Palace and Sunderland, this masks a decline in the fortunes 
of Cardiff, Norwich and Fulham from changing football manager. In 4 out of 6 of 
these changes of football manager, the club was doing less well 12 games after the 
change than they were 12 games before.

Second, Deloitte’s reviews of football finance, Szymanski and Kuper and others 
show a correlation between the value of player wages and sporting performance. 
These snapshots of performance over time should be viewed in the bigger 
picture of wage rank and performance before and after this period. In the case 
of Sunderland, the turnaround in performance followed a period in which they 
underachieved compared with their expected wage rank, although it should be 
noted that Tony Pulis has vastly exceeded the level of performance which might be 
expected from Crystal Palace using this criteria. Given the cost and complexity of 
changing football manager, this is definitely not a magic bullet.
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In 2013-14, there were fewer resignations of football managers, with only 6 
resignations in 2013-14 compared with 20 in 2012-13. Previously a number of the 
20 resignations were of football managers resigning to progress to clubs further 
up the leagues. The lower number of resignations suggests a different pattern of 
recruitment by clubs in the 2013-14 season.

Further analysis shows that there are three types of appointment. The first of 
these is the appointment of out of work football managers within the country, 
such as John Gregory at Crawley, David Flitcroft at Bury and Micky Mellon  
at Shrewsbury.

The second type of appointment is of managers coming into football management 
jobs from other countries. 7 of the new managerial appointments were of 
candidates from other countries; Felix Magath at Fulham, Aitor Karanka at 
Middlesrbough, Beppe Sannino at Watford, José Riga at Charlton, Oscar Garcia 
at Brighton, Pepe Mel at West Bromich Albion, Ole Gunnar Solksjaer at Cardiff. 
The change of manager in some, though not all of these cases, seems to have 
been prompted by a change in the nationality of the owners. So the new Belgian 
owner of Charlton Athletic appointed a Belgian manager, and the Italian owners of 
Watford another Italian manager.

The third, and in 2013-14 largest, group of appointments to football manager 
positions were those of internal candidates who were already within the clubs 
who dismissed managers. Promotion of assistant managers, or of other staff, 
accounted for cases such as Russ Wilcox at Scunthorpe United, Stuart Gray at 
Sheffield Wednesday, Graham Kavanagh at Carlisle, René Meulensteen at Fulham, 
Tim Sherwood at Tottenham Hotspur, Mark Warburton at Brentford, Neil Adams 
at Norwich City, Mike Jackson at Shrewsbury, Gary Monk at Swansea City, Andy 
Awford at Portsmouth, Darrell Clarke at Bristol Rovers.

If it continues into future seasons, this promotion of internal candidates who 
have gained experience in other positions within the club may provide higher 
levels of continuity and stability within clubs. It should be noted, however, that in a 
number of these cases, such as those of Mike Jackson, René Meulensteen, and Tim 
Sherwood, the internal candidate has already been dismissed after short tenure, 
which may indicate a tendency to view these internal appointments, in some cases, 
as interim appointments.

The broader football management dismissal trend of average tenure of the 
dismissed managers looks as follows:

SEASON DISMISSALS RESIGNATIONS AVERAGE TENURE 
DISMISSED MANAGERS 
IN YEARS

1994-95 44 7 2.55

1995-96 35 8 2.33

1996-97 40 2 2.42

1997-98 33 7 1.81

1998-99 38 5 1.68

1999-00 37 3 2.04

2000-01 41 5 2.13

2001-02 53 10 2.04

2002-03 31 4 2.02

2003-04 38 8 2.13

2004-05 34 5 2.04

2005-06 40 7 2.13

2006-07 46 11 1.89

2007-08 31 10 1.53

2008-09 33 12 1.47

2009-10 36 15 1.40

2010-11 38 18 1.56

2011-12 33 16 1.7

2012-13 43 20 1.84

2013-14 37 6 1.44

The top 10 current longest serving managers up until May 2014 included  
Arsene Wenger, now the longest serving league manager since the retirement of  
Sir Alex Ferguson (after 26 seasons) at the end of 2012-13, his successor  
David Moyes of Everton (11.23 seasons) and Tony Pulis who was dismissed by Stoke 
City in May (2013) after 6.94 seasons. Without these three, the longest serving 
football managers in England are: 

1. Arsène Wenger OBE – Arsenal  
(17.7 years)

2. Paul Tisdale – Exeter City (8 years)
3. Mark Yates – Cheltenham Town  

(5.58 years)
4. Russell Slade – Leyton Orient 

(4.16 years)
5. Karl Robinson – MK Dons (4 years) 

6. Alan Pardew – Newcastle United 
(4.07 years) 

7. Darren Ferguson – Peterborough 
United (3.98 years) 

8. Dean Smith – Walsall (3.3 years)
9. Micky Adams – Port Vale (2.99 years) 
10. Jim Bentley – Morecambe  

(2.99 years)

1.1

1.2
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APPENDIX 2
PFCA PRELIMINARY  

COACHING SURVEY 2011

PFCA COACHING SURVEY

We are trying to gather up-to-date information on football coaches to 
understand the employment patterns and challenges for coaching in the current 
era. This will help us to understand the issues and provide support to members of 
the PFCA in dealing with these issues. It would be much appreciated if you could 
spend a few minutes helping us by filling out the following questionnaire, so that 
we can help you.

Q1  ARE YOU CURRENT EMPLOYED AS A COACH IN THE PROFESSIONAL GAME? 
Yes/No

Q2   HAVE YOU PREVIOUSLY BEEN A COACH IN THE PROFESSIONAL GAME?  
Yes/No

Q3   HAVE YOU PREVIOUSLY BEEN A MANAGER IN THE PROFESSIONAL GAME? 
Yes/No

Q4  DID YOU PLAY FOOTBALL PROFESSIONALLY?  
Yes/No

Q5  IF YOU ARE CURRENTLY EMPLOYED AS A COACH,  
HOW LONG HAVE YOU BEEN IN POST? 

Q6  WHAT IS YOUR CURRENT JOB TITLE?

Q7  HOW MANY COACHING ROLES HAVE YOU PREVIOUSLY HELD?

Q8  WHAT WERE THE TITLES OF THESE ROLES?

Q9  HAVE YOU REMAINED IN A SIMILAR ROLE OR CHANGED BETWEEN ROLES, 
PLEASE LIST ROLE CHANGES AND LEVELS AND HOW LONG IN EACH?

Q10  IF YES, DID YOU GO STRAIGHT INTO COACHING AFTER YOUR PLAYING  
CAREER OR WAS THERE A GAP?

Q11  IF THERE WAS A GAP WHY WAS THIS?

Q12  HAVE YOU EVER BEEN DISMISSED FROM A COACHING ROLE?

Q13  WHAT WAS THE REASON FOR THIS DISMISSAL?

Q14  IF THERE WAS A GAP BETWEEN JOBS HOW LONG WAS THIS GAP?

Q15  DURING THESE GAPS DID YOU DO ANY OF THE FOLLOWING? 
Take other employment in football (eg as scout)     
Take employment outside of football     
Take football specific training courses     
Take other training courses outside of football     
Please specify which courses
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Q16  ARE YOU CURRENTLY EMPLOYED OUTSIDE OF FOOTBALL? 

Q17  ARE YOU ACTIVELY SEEKING EMPLOYMENT BACK IN FOOTBALL 
/APPLYING FOR JOBS?   

Q18  HOW DO YOU FIND OUT ABOUT POSSIBLE JOBS?    
a From friends in football     
b through the media       
c from my agent       
d From other job adverts      
e Contacted by club/manager      
f through specialist websites     

Q19  DID YOU PREVIOUSLY KNOW THE MANAGER WHO EMPLOYS YOU? 

Q20  WHICH OF THESE STATEMENTS MOST CLOSELY DESCRIBES THE NATURE  
OF YOUR RELATIONSHIP WITH THE FOOTBALL MANAGER?   
a We know each other through mutual friends     
b I have worked with/ for him before      
c We are friends outside of work    
d He managed me as a player      
e We did not previously know each other      
f We previously played for the same club

Q21  IF YOU WORK OR HAVE WORKED OUTSIDE OF FOOTBALL, IN WHICH SECTOR 
OF TYPE OF EMPLOYMENT WAS THIS?     

Q22  DO YOU HAVE OR HAVE YOU HAD ANY OTHER BUSINESS INTERESTS  
OUTSIDE OF FOOTBALL? 
Yes/No    

Q23  IF YES, WHAT TYPE OF BUSINESS INTERESTS ARE THESE? 
a Small/family business 
b investment in another business 
c Part-time employment 
d Charitable trust 

Thank you for taking part in this survey. All data will be used anonymously, 
but if you are happy to talk further about your experiences, please fill in your 
name and contact details below: 
 
Name 
 
Phone Number 
 
E Mail address
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APPENDIX 3
Q1 ARE YOU CURRENT EMPLOYED AS A COACH IN THE PROFESSIONAL GAME? 

 Yes 81 No 50

Q2  HAVE YOU PREVIOUSLY BEEN A COACHING IN THE PROFESSIONAL GAME?

 Yes 108 No 12

Q3   HAVE YOU PREVIOUSLY BEEN A MANAGER IN THE PROFESSIONAL GAME?

 Yes 85 No 35

Q4  DID YOU PLAY FOOTBALL PROFESSIONALLY? 

 Yes 86 No 35

Q5  IF YOU ARE CURRENTLY EMPLOYED AS A COACH,  
HOW LONG HAVE YOU BEEN IN POST? 

 Average 3.07  
Min   0.04    
Max   20  
Mode   1.16

Q6  WHAT IS YOUR CURRENT JOB TITLE?

 Assistant Manager  31 
Reserve Team Coach 19 
Academy Manager  10 
Academy Coach

Q7 HOW MANY COACHING ROLES HAVE YOU PREVIOUSLY HELD?

 Mean  3.5307 
Median  3 
Mode  3

Q8  WHAT WERE THE TITLES OF THESE ROLES?

 Please see Appendix 4, Q17

Q9  HAVE YOU REMAINED IN A SIMILAR ROLE OR CHANGED BETWEEN ROLES, 
PLEASE LIST ROLE CHANGES AND LEVELS AND HOW LONG AT EACH?

 Similar   66 
Coach to Manager  21 
Manager to Coach  14 
Reserves to Senior  17 
Senior to Reserves  4 
Academy to Senior  26 
Senior to Academy  13 
Other  12 
    173
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Total number of ‘shifts’ 173 
   %  
Up   64  36.99 
Same  66  38.15 
Down  31  17.92 
Other  12 
Average number of shifts 1.496

Q10  IF YES, DID YOU GO STRAIGHT INTO COACHING AFTER YOUR PLAYING  
CAREER OR WAS THERE A GAP?

 Straight into coaching role  85 
There was a gap   37

Q11  IF THERE WAS A GAP WHY WAS THIS?

 Difficulty finding suitable role    11 
Pursuing other interests    9 
Wanted a break to decide on future career options  9 
Personal reasons     8 
Other

Q12  HAVE YOU EVER BEEN DISMISSED FROM A COACHING ROLE?

  Yes 58  No 60

Q13  WHAT WAS THE REASON FOR THIS DISMISSAL?

 Change of manager   61 
Financial problems at club  28 
Change of owner   17 
Other    33

Q14  IF THERE WAS A GAP BETWEEN JOBS HOW LONG WAS THIS GAP?

 72 gaps described 
Mean    0.847083 
% of respondents who have had gap  41.2 
Average number of gaps each  0.5538

Q15  DURING THESE GAPS DID YOU DO ANY OF THE FOLLOWING?

 Take other employment in football (eg as scout)  41 
Take employment outside of football  28 
Take football specific training courses   42 
Take other training courses outside of football   31 
Please specify which courses

Q16 ARE YOU CURRENTLY EMPLOYED OUTSIDE OF FOOTBALL?

 Yes 14  No 108

Q17  ARE YOU ACTIVELY SEEKING EMPLOYMENT BACK IN  
FOOTBALL/APPLYING FOR JOBS?  

 Yes 40  No 8  N/A rest

Q18  HOW DO YOU FIND OUT ABOUT POSSIBLE JOBS?  

 a From friends in football  101 
b Through the media  54 
c From my agent  11 
d From other job adverts  49 
e Contacted by club/manager  49 
f  Through specialist websites  76

Q19  DID YOU PREVIOUSLY KNOW THE MANAGER WHO EMPLOYS YOU? 

  Yes 35   No 76  Not currently employed as coach 15

Q20  WHICH OF THESE STATEMENTS MOST CLOSELY DESCRIBES THE NATURE  
OF YOUR RELATIONSHIP WITH THE FOOTBALL MANAGER?  

 a We know each other through mutual friends  8 
b I have worked with/for him before  20 
c We are friends outside of work 4 
d He managed me as a player 5 
e We did not previously know each other  49 
f We previously played for the same club  7

Q21  IF YOU WORK OR HAVE WORKED OUTSIDE OF FOOTBALL, IN WHICH SECTOR 
OF TYPE OF EMPLOYMENT WAS THIS?  

 Own wine bar 
Sports tour company 1 
Warehouse Manager 
Education/college 4 
Community football 1 
Leisure management 
Lecturer 3 
Charity 1 
Retail management 
Teacher 5 

IT professional 1 
Speaker/speeches 
Management consulting 1 
Probation service 1 
Worked as labourer 1 
Sales 1 
Driver 2 
Manufacturing 1 
Own business 4 
Postman 1

Q22  DO YOU HAVE OR HAVE YOU HAD ANY OTHER BUSINESS INTERESTS  
OUTSIDE OF FOOTBALL?

 Yes 8   No 91

Q23  IF YES, WHAT TYPE OF BUSINESS INTERESTS ARE THESE?

 a Small/family business 9 
b Investment in another business 6 
c Part-time employment 7 
d Charitable trust  1
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APPENDIX 4
BLACK FOOTBALL MANAGERS REPORT,  

LMA 2013

8 Black coaches include Chris Ramsey, Tottenham, Les Ferdinand, Tottenham, Terry Connor, Ipswich, Alex 
Dyer, Charlton, Andrew Cole, Huddersfield, Alex Dyer, Charlton. Michael Johnson, Birmingham, Earl Barrett, 
Stoke.

BLACK FOOTBALL MANAGERS: POSITIVE INTERVENTIONS WHICH COULD BE 
MADE BY THE LMA AND BARCLAYS

INTRODUCTION

The LMA is committed to equal opportunities for football managers. An area 
which frequently arises as a concern is that of the low number of black football 
managers and coaches relative to the proportion of black football players. 
Currently, with the recent dismissals of Chris Powell, Paul Ince and Chris Hughton 
there are no black league football managers. In 2012-13, there were five black 
football managers Chris Powell, Chris Hughton, Chris Kiwomya, Paul Ince and  
Edgar Davids, as well as Noel Blake of England U18’s. Even at last season’s level, let 
alone this season, the proportion of black football managers was low – around  
4.4% of all managers appointed since 1992–93 have been black – particularly in 
relation to the proportion of black players (PFA numbers suggest that around 
25% of players are black). Black coaches also account for only a small proportion 
of the total population of football coaches. 8

PFA numbers suggest, however, that around 18% of the candidates who attend 
football coaching courses and other qualifications on the pathway to becoming 
football managers are black. This number is, if not as high, at least closer to the 
proportion of black players. Four of 2012-13 season’s five black football managers 
and Noel Blake, as an international manager, have come through the LMA and PFA’s 
football management courses and a number of other prospective black managers 
will shortly be joining the new LMA Diploma course which recently launched at  
St George’s Park. The relative under-representation of black football coaches and 
managers suggests an issue worthy of further research, and which would appear 
to require positive intervention in order to bring these two proportions more into 
line with each other.

Whilst considerable progress has been made in eradicating racism from football’s 
terraces, there is concern football management may be a new glass ceiling which 
must be broken through. Research conducted on behalf of the Football Association 
(Bridgewater 2004) showed that all of those interviewed would feel happier if the 
number of black coaches and managers (and indeed football administrators) stood 
at a level more in keeping with Britain’s multicultural society.

To ensure that all possible opportunities are provided, the LMA engage with 
the PFA, FA, Premier League, Football League and other stakeholders to play an 
active part in helping to achieve a better balance between the proportion of 
black players and black football managers. This document provides an analysis of 
the challenges, together with some recommendations of areas in which we are, 
and might further with the support of Barclays, make a positive intervention to 
achieve greater, and more rapid progress. 
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BACKGROUND: ANALYSIS OF BLACK FOOTBALL MANAGER STATISTICS

Some of the challenges facing black football managers can be encapsulated 
by the relatively low proportion of black managers to date (See Table 1). Data 
from Bridgewater (2013) show 41 appointments of black football managers in all 
leagues. These have involved 23 different managers as a number of managers 
have held more than one post. Paul Ince has held five posts, Keith Curle and Leroy 
Rosenior (if the latter’s brief return to Torquay is counted) have each held four 
football manager posts, Keith Alexander and Chris Hughton three posts, Tony 
Collins, Carlton Palmer and Ruud Gullit have each held two posts. John Barnes 
held one English post – although had previous managerial experience at Celtic 
and with the Jamaican national team. Recent appointments Terry Connor, at 
Wolverhampton Wanderers in 2011-12, Chris Kiwomya at Notts County and  
Edgar Davids at Barnet have been appointed once each.

A full list of black football managers is shown in Table 1 below.

TABLE 5: LIST OF BLACK FOOTBALL MANAGERS TO DATE

MANAGER CLUB DATE 
APPOINTED

DATE LEFT HIGHEST 
LEVEL

TONY COLLINS ROCHDALE 1960 1967 L2
TONY COLLINS BRISTOL CITY 1980 1980 CH
EDDIE STEIN BARNET 1992 1993 L2
VIV ANDERSON BARNSLEY 01 JUN 93 02 JUN 94 CH
RUUD GULLIT CHELSEA 10 MAY 96 12 FEB 98 PREM
CHRIS KAMARA STOKE CITY 22 JAN 98 08 APR 98 L1
RUUD GULLIT NEWCASTLE UNITED 27 AUG 98 28 AUG 99 PREM
ANDY PREECE BURY 30 DEC 99 06 DEC 03 L1

NOEL BLAKE EXETER CITY 10 JAN 00 24 SEP 01 L2
LEROY ROSENIOR BRISTOL CITY 14 JAN 00 27 JUN 00 L1
JEAN TIGANA FULHAM 01 JUL 00 17 APR 03 PREM
GARY BENNETT DARLINGTON 02 AUG 00 24 OCT 01 L2
RICKY HILL LUTON TOWN 10 JUL 00 15 NOV 00 L1
CARLTON PALMER STOCKPORT 

COUNTY
06 NOV 01 18 SEP 03 CH

GARRY THOMPSON BRISTOL ROVERS 24 DEC 01 09 APR 02 L2
LEROY ROSENIOR TORQUAY UNITED 09 MAY 02 19 FEB 06 L2
KEITH ALEXANDER LINCOLN CITY 05 MAY 02 09 APR 06 L2
KEITH CURLE MANSFIELD TOWN 04 DEC 02 11 NOV 04 L2
CARLTON PALMER MANSFIELD TOWN 20 DEC 04 19 SEP 05 L2
KEITH CURLE CHESTER CITY 29 APR 05 19 FEB 06 L2
IFFY ONUORA SWINDON TOWN 30 SEP 05 22 MAY 06 L1
LEROY ROSENIOR BRENTFORD 14 JUN 06 18 NOV 06 L1

KEITH ALEXANDER PETERBOROUGH 
UNITED

30 MAY 06 15 JAN 07 L2

PAUL INCE MACCLESFIELD 
TOWN

23 OCT 06 25 JUN 07 L2

KEITH CURLE TORQUAY UNITED 08 FEB 07 17 FEB 07 L2
LEROY ROSENIOR TORQUAY UNITED 17 MAY 07 17 MAY 07 L2
PAUL INCE MK DONS 25 JUN 07 21 JUN 08 L1
KEITH ALEXANDER MACCLESFIELD 

TOWN
27 FEB 08 03 MAR 10 L2

PAUL INCE BLACKBURN 
ROVERS

21 JUN 08 16 DEC 08 PREM

PAUL INCE MK DONS 06 JUL 09 08 MAY 10 L1
JOHN BARNES TRANMERE ROVERS 14 JUN 09 09 OCT 09 L1
CHRIS HUGHTON NEWCASTLE UNITED 27 OCT 09 06 DEC 10 PREM
PAUL INCE NOTTS COUNTY 20 OCT 10 03 APR 11 L1
CHRIS POWELL CHARLTON ATHLETIC 14 JAN 11 11 MAR 14 CH
CHRIS HUGHTON BIRMINGHAM CITY 22 JUN 11 06 JUN 12 CH
KEITH CURLE NOTTS COUNTY 20 FEB 12 05 FEB 13 L1
TERRY CONNOR WOLVERHAMPTON 

WANDERERS
24 FEB 12 01 JUL 12 PREM

CHRIS HUGHTON NORWICH CITY 07 JUN 12 06 APR 14 PREM
EDGAR DAVIDS BARNET 30 DEC 12 18 JAN 14 L2/CONF
CHRIS KIWOMYA NOTTS COUNTY 05 FEB 13 27 OCT 13 L1
PAUL INCE BLACKPOOL 18 FEB 13 21 JAN 14 CH

The low number of total appointments (41), makes it hard to do any in depth 
statistical analysis, but the following section tries to highlight any issues and 
trends which appear to characterise the black football managers – and how these 
might compare with the broader population of football managers. There have 
been seven appointments of black managers in the Premier League, these include 
Ruud Gullit (twice), Chris Hughton (twice), Jean Tigana, Paul Ince and Terry Connor. 
Ruud Gullit and Jean Tigana gained their experience outside of the UK.  
The first English black manager to be appointed to an English Premier Club 
was Paul Ince at Blackburn Rovers, followed by Chris Hughton at Newcastle 
United, Terry Connor at Wolverhampton Wanderers and then Chris Hughton 
again at Norwich City. Chris Hughton was appointed at Championship level with 
Birmingham City, although he was subsequently appointed directly into the 
Premier League with Norwich. Paul Ince’s tenure at Blackburn Rovers was less 
than six months and Terry Connor five months.
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TABLE 2: BLACK FOOTBALL MANAGERS TOTAL LEVELS MANAGED  
AND HIGHEST LEVEL MANAGED

LEAGUE TOTAL NUMBER OF 
MANAGERS

HIGHEST LEVEL 
MANAGED

PREMIER LEAGUE 7 59

CHAMPIONSHIP 6 410

LEAGUE 1 12 811

LEAGUE 2 16 612

41

There have been a further six appointments of black managers in the 
Championship. A majority, however, 28 of 41 appointments or 68.3% were in 
Leagues 1 and 2. That said, of the 13 appointments in Premier League and 
Championship, 4 Premier League and 3 Championship have been in the last five 
years, so it would appear that appointments of black manager at higher levels are 
becoming more frequent.

TABLE 3: BLACK MANAGERS TIMES MANAGED

TIMES MANAGED HOW MANY WHO PERCENTAGE 
OF TOTAL

1 15 BARNES (IN ENGLAND), 
CONNOR, TIGANA, STEIN, 
ANDERSON, KAMARA, 
PREECE, BLAKE, BENNETT, 
HILL, THOMPSON, ONUORA, 
POWELL, KIWOMYA, DAVIDS

65.23%

2 3 COLLINS, PALMER, GULLIT 13.05%

3 2 ALEXANDER, HUGHTON 8.8%

4 2 CURLE, ROSENIOR 8.8%

5 1 INCE 4.3%

A significant proportion of the population of black managers have – thus far – only 
managed once, although they may go on to manage further in the future. Until 
recently, those who had managed more than once had done so primarily in the lower 
leagues, such as Keith Alexander, Carlton Palmer and Leroy Rosenior. This might 
suggest that, among those who manage more than once, there is progression up the 
leagues. Chris Powell and Chris Hughton were appointed as manager for the first 
time at Championship level, and Chris Hughton and Paul Ince were both reappointed 
at Championship level after previous dismissals. That Chris Powell managed Charlton 
for 3.16 years, well above average tenure of 1.6 years, and Chris Hughton is still 
managing in the Premier League after 1.78 years might hopefully signal a shift in the 
employment patterns and prospects of black managers.

9 Premier League: Hughton, Ince, Connor, Tigana, Gullit 

10 Championship: Collins, Anderson, Palmer, Powell 

11 Kiwomya, Curle, Barnes, Rosenior, Hill, Kamara, Onuora, Preece 

12 Stein, Blake, Bennett, Thompson, Alexander, Davids

It appears worrying that so many of the first time black managers are not 
reappointed. 65.2% of black managers have managed only once and not had another 
opportunity. The attrition rate for the whole population of football managers is 
49.1% of first time managers do not get another job. It should be noted, however, 
that these numbers include recent dismissals Powell, Kiwomya and Davids, who 
might well go on to get other roles. Moreover, 42 first time managers include Noel 
Blake, who, whilst not managing in the League is managing England U18’s. If these 
4 are excluded, the number of first time black managers who have gone out of 
management is 47.83% - so broadly in line with the overall attrition rate.

Until recently, the trendline for appointment of black managers has generally 
increased. The cumulative number of black managers in post peaked in 2001-03 
when six of 92 (6.52% of managers) were black. In recent seasons, there have been 
up to five black managers at any one point in time (Chris Powell, Chris Hughton, 
Paul Ince, Chris Kiwomya, Edgar Davids in 2012-13) and four black managers in 
2011-12 (Chris Powell, Chris Hughton, Terry Connor and Keith Curle) (See Figure 
1). At the current time, there are no black managers in post in the professional 
leagues as Chris Kiwomya, Edgar Davids, Paul Ince, Chris Powell and Chris Hughton 
were all dismissed during the 2013-14 season. 

It is to be hoped that this is a blip, and there have been other ups and downs in 
the number of managers over the years, but that no black managers have been 
appointed so far this season combines with the low number of black managers to 
raise concerns.

FIGURE 3: BLACK FOOTBALL MANAGERS APPOINTED AND CUMALTIVE  
1992 TO DATE
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ANALYSIS OF INTERVIEWS WITH BLACK FOOTBALL MANAGERS 

It is clear that since the 1960’s and 1970’s, football has made major steps forward 
in eradicating racism from the pitches and terraces of football. This process 
could be shown as stages in a journey towards a point where roughly the same 
proportion of football managers are black as football players (See Figure 1). 
There is general agreement that this would feel intuitively right. To this end, 
the football family has devoted time in analysing barriers to and facilitators of 
reaching this end position. Initiatives such as the Black Coaches Forum, equality 
and diversity training of all PFA staff, coaches and Premier League employees 
and encouragement of black players to take up opportunities on coaching and 
management courses indicate that progress has been made.

For further consideration of the issues raised by black coaches and managers 
see Bridgewater (2011) and updated version of research carried out for The FA 
and PFA in 2004 on this issue. The FA’s UEFA Pro Licence course has amended 
its criteria to maximise the uptake from black candidates and the PFA/LMA 
certificate course has had 18% of black candidates since its inception in 200213. 
PFA coaching courses have increased the proportion of black candidates from 
12.5% in 2003 to 18% in 2013. This research was conducted research with 
current and past black football managers to identify what they felt to be the 
biggest barriers to becoming a football manager, and what they felt would help to 
encourage a better proportion of black managers. The findings of this research 
were initially reported back to the PFA Black Coaches Forum, The FA and the All 
Agency Football Group in 2004 and have been updated in 2007, 2010 and now again 
in 2013. These can be summarised as follows.

IS FOOTBALL RACIST?

There is agreement that massive progress has been made in tackling racism in the 
English football game:

“There’s hardly any racism in English football now,” Paul Ince, Evening Standard  
Feb 6th 2007. “The FA have done ever so well in making a stand.”

This 2007 belief that racism had vanished from the stands has been shaken by 
recent episodes (Hyde 2013, The Guardian). In general, however, most concur 
that these are the distasteful actions of a minority. Football has also united to 
condemn this minority, with lifetime bans for fans and UEFA’s imposition of ten 
game bans for racism on the pitch.

A more persistent area of concern for black players, and black coaches and 
managers, is the perception, or fear, that the treatment of black and white 
candidates is not equal.

13 Black candidates on the PFA, LMA Certificate course at Warwick University include Noel Blake, Keith Curle, 
Leroy Rosenior, Keith Alexander, Chris Hughton, Chris Ramsey, Les Ferdinand, Paul Ince, Andy Preece,  
Paul Davis, Iffy Onuora, Darren Moore, Kevin Betsy, David Barnett, Earl Barrett, Wayne Allison, Terry Connor, 
Chris Powell

This is difficult to substantiate. In 2007 when this was analysed, some 
respondents were clear that this is the case and others worried that it might 
be, but were not sure:

“Yes, a percentage of the issue is racially motivated. Sport mirrors society. 
Black candidates work in all kinds of sectors. When it comes to management 
it is a different story. When it comes down to handling big budgets or making 
big decisions there are different barriers altogether.” Cyrille Regis, BBC WM 
Documentary March 28th 2007.

“A prominent Chairman told me that black players weren’t interested in coaching 
and management. I am really surprised that a Chairman would say that.” Paul Davis, 
in Austin, S, Feb 22nd 2007, BBC Website. 8

“If you go for a job, the CV talks for you and then experience and personality. If you 
don’t get the job, part of you thinks “Is it the colour of my skin?” and you pray that 
it is not.” Andy Preece, BBC WM Black manager documentary, March 28th 2007.

“No black managers in the Premiership. No black managers in the Championship. 
No black managers in League One. One black manager in League Two. In the run-up 
to a weekend when the Super Bowl will be won by a black coach for the first time 
in the history of American Football, the stark truth is that football in this country 
is institutionally and blatantly racist. I’m sorry, but it’s true. It’s not about being 
politically correct. It’s just that it’s undeniable. By anyone with half a brain, anyway. 
Anyone who hasn’t got a vested interest. Let’s take as a quick case study two of 
the outstanding Premiership midfielders of their generation, Roy Keane and Paul 
Ince. Keane: great player, intelligent man, natural leader, stroppy individual, strong 
opinions, offered the manager’s job at Sunderland, one of the biggest clubs in 
the country. Ince: great player, intelligent man, natural leader, stroppy individual, 
strong opinions, offered the manager’s job at Macclesfield Town, one of the 
smallest clubs in the country and eight points adrift at the bottom of League Two 
when he took over. Spot the difference? Yeah, me too. One’s white, one’s black.  
It’s easy, isn’t it. Obvious as well.” Oliver Holt, The Mirror, January 31, 2007

The latter causal ascription is, however, unproven and makes dangerous assumptions.

We cannot know for sure that race did not play a role, and, if this is the case, this 
most certainly must result in actions to stamp this out as it is incumbent upon us 
all to ensure that equal opportunities exist for all. There are, however, many other 
plausible explanations. For example, Niall Quinn was a younger Chairman and had 
played alongside Roy Keane; Mick McCarthy might have been preferred to Paul 
Ince as a managerial candidate by Wolverhampton Wanderers because, at the time, 
he had direct experience of the challenge of getting a club promoted from the 
Championship to the Premier League and had a UEFA Pro Licence.
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Hence the reasons for the employment decisions highlighted by Holt (2007) might 
have been to do with:

• Level of experience

• Level of experience in a particular league

• Coaching and other qualifications

• Club structure

• Club context

• Nature and background of chairman

• Governance structure and ownership of the club

• Relationship between chairman and prospective manager

• Recruitment process

• Average tenure of first time managers

• General trends in the football management employment market.

Whether or not it is the case that there is racism in the process whereby football 
managers are appointed, it is incumbent upon football to ensure that the process 
is open, transparent, employs an equal opportunities process and can be seen to 
be fair and above board in its decisions.

Interviews with current and prospective black football managers and coaches in 
2007, 2010 and 2013 highlighted areas in which positive interventions might be made, 
or actual or perceived barriers might be removed. More detail of each of these, and 
the data which underpins their inclusion, can be found in Bridgewater (2012).

In general, black players, and black coaches and managers, perceived the process 
of bringing about positive progress towards a better equilibrium between the 
proportions of black players and black coaches and managers, as being comprised 
of a number of steps. In each of these, different forms of intervention might be 
made, which would help to bring progress towards the desired outcome. Lewin 
proposed that change might be brought about either by increasing the positive 
influences or reducing the negative influences so that the situation moves 
towards the desired outcome.

14 3Lewin, K (1951) “Behaviour and Development as a function of the total situation” Field Theory in Social 
Science:Selected Theoretical Papers, D Cartwright (ed) Harper Collins, New York 238 – 297. Lewin’s force 
field analysis further suggests that the strength of these positive and negative influences should be 
assessed to determine how great a positive or negative impact they have on the change process.

HOW CAN THE LMA AND BARCLAYS MAKE POSITIVE INTERVENTIONS?

“It goes back to the system. Most the coaches will have been players first and they 
start creating ambitions and plans for the future early on. If they can see a path 
and know that there are opportunities they will be more inclined to follow a  
path through.”

“This goes back into the roots of the system. We need to encourage black 
participation all the way back into the Academies and with players, not just with 
coaches and at the stage of managerial appointments. Leaders on the pitch 
often become the managers of the future – sometimes though player-coach or 
player-manager roles as a transition to management. Sometimes also the future 
managers are those handed responsibility by their managers of the time. These 
are transferable skills. If the captain shows fire and brimstone, it may mark them 
out as a future manager.”

“At one time there were very few black coaches on the courses but I see a larger 
proportion there now. I think some of this is a generational issue. The early black 
players clearly faced horrific racism and were the pioneers who raised awareness 
of the issues and made things better for the players who came after them.”

“It is important that black coaches take away all the excuses. How can anyone 
tell if there is institutional racism? Chairmen are not going to tell anyone that 
this is why someone is or is not appointed. But if there is no excuse, it is harder 
to turn down a good black candidate. That is why it is essential that black players 
are encouraged onto courses and provided with every opportunity to succeed in 
getting jobs and staying in them.”

Research into potential barriers and facilitators of the recruitment of black 
football managers, shown in Figure 4 above, suggests a number of barriers to 
progress, as well as a number of areas in which positive intervention may be of 
help. Positive intervention may be of help and proposes ways in which the LMA 
might help to move forward the current situation.

In the USA, in American Football, Dan Rooney, owner of NFL club Pittsburgh 
Steelers, successfully introduced a code of conduct so that an ethnic minority 
candidate should be interviewed for every vacant head coach position. Similar 
positive steps have been taken in basketball (NBA) and this is seen as resulting 
from the insistence of players together with the actions of their union to 
include diversity as a 21st century performance prerogative. The debate over 
the adoption of this type of code of conduct in English football has tended to 
dominate debate among black managers and thinking in the football bodies in 
recent times. We, at the League Managers Association, favour a multi-pronged 
intervention, which does not focus on a positive discrimination in the recruitment 
process – which is artificial and may have no bearing on creating a talented and 
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successful pool of black football managers. For that reason we have identified 
from the above research a number of areas in which the LMA might make positive 
intervention (See Figure 4). 

The first of these areas is that of education. The LMA is committed to football 
education. We run, with the support of the Premier League, Football Association 
and PFA, a number of courses which provide football coaching, management and 
leadership education to potential and current managers. A significant proportion 
of the current black football managers and those who have succeeded in the past, 
have been on LMA football management courses. These include Chris Hughton, 
Chris Powell, Noel Blake, Paul Ince, Keith Curle, Terry Connor, Andy Preece, key 
figures in football administration, including Paul Davis and Iffy Onuora at the 
PFA and Wayne Allison at The FA, and indeed others who are currently coaching 
or still playing and maybe managers of the future, including Les Ferdinand and 
Chris Ramsey. Through our commitment to education, and by offering bursaries 
to good candidates who might not otherwise be able to afford attendance on 
these courses, we wish to continue and strengthen this offering. We are currently 
looking at a redesign of our educational offer to expand and modularise this, in 
order to increase the number of good candidates we can educate.

The second issue is that of the relative lack of black role models in football 
management, and in broader society, which has been suggested as a reason why 
more football players do not see themselves as future football managers. The 
LMA has among its members role models including Chris Powell, Chris Hughton, 
Paul Ince, Noel Blake, Iffy Onuora, (all graduates of the LMA Certificate course as 
well as being excellent Ambassadors on the basis of their playing, coaching and/or 
management records in football). These ambassadors are happy to help the LMA in 
building the profile of black football management careers.

Next, are the excellent recruitment support skills offered by the LMA. We provide 
help with writing CVs, IT skills, interview technique to all members, and these, along 
with public speaking, image management and interview techniques are also key 
aspects of our courses.

Mentoring of potential future football managers and a continuous focus on the 
training and development of black football players who wish to become coaches 
and managers are imperative for the LMA, PFA and FA. The LMA is also able to 
help to move forwards the diversity agenda as a result of the vast amount of 
knowledge and experience of its members in seeking and succeeding in football 
management roles, providing mentors to assist younger members along the 
football management pathway and to work proactively with the football family 
and organisations such as Kick it Out and Show Racism the Red Card, who do a 
fantastic job in creating awareness of diversity issues in football.

Overall, there have been many developments since the appointment of Tony Collins 
as the first black football manager at Rochdale in 1960. Football and football 
management have made many steps on the journey towards diversity and the LMA 
is committed to working with all those in football to ensure a level playing field for 
all. This is our opportunity to work together with Barclays to take a significant 
step further in the journey towards bringing into a better balance the proportion 
of black players and black football managers.

Richard Bevan

Chief Executive Officer

League Managers Association
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The role of the Technical Director is one that has divided opinion in the English 
game for some time. Whilst it is a role that is employed by many clubs in European 
leagues, it is not a common position held by many in clubs in England. The vast 
majority of clubs in La Liga, Serie A and the Bundesliga currently employ a Technical 
Director. However, only a small number of English clubs employ the role. These 
include Chelsea, West Bromwich Albion, Reading, Southampton and Brighton and 
Hove Albion.

Additional clubs in England have employed a Technical Director in the past but  
it could be argued that to date the role is yet to be fully embraced by the  
English game. 

Although the responsibilities are often very similar, the role has been defined in 
different terms by the clubs employing them; Technical Director, Sporting Director, 
Sporting and Technical Director, Director of Football and General Manager have 
all been used to describe the position. For the purpose of consistency it will be 
defined as Technical Director throughout this report. 

It is of particular interest that the Football Association in England is aiming to 
appoint a Technical Director. Further developments in the English game may result 
in the role of Technical Director becoming a more common position employed by 
football clubs.

EPPP

The Premier League’s Elite Player Performance Plan will result in many clubs 
expanding their Academy programme and significantly increasing staffing levels. 
Clubs will need to assess their current staffing structures and determine how this 
department should be best supported, developed and managed to ensure that 
players are sufficiently trained and prepared for the 1st Team.

New Ownership

New owners bring with them new business models and new philosophies. There 
often follows a different work ethic, different working relationships and more 
accountability. Successful modern businesses will demand more information with 
better communication and the link between the technical staff and the Board of 
Directors will become increasingly dynamic.

Mandatory Qualifications

With an increase in mandatory qualifications from youth level to 1st Team 
management there is an increase in professionalism in the game. As a result there 
will be an increase in accountability. Clubs will need to structure their organisation 
to ensure improved levels of support, monitoring and communication.

1.0
INTRODUCTION AND 

BACKGROUND

Modern Trend

As an increased number of clubs begin to employ a Technical Director there 
is more likelihood that the staffing structure developed by these clubs will be 
replicated by other clubs. Football clubs will begin to adopt some of these models 
of good practice in the hope of improving their business and gaining an advantage 
over competitors.

The purpose of this report is;

• To research the role of Technical Director in England

• To compare and contrast this with the role in a European club

• To discuss how the role might evolve in clubs in England 

Michael explained that his role had been held previously at Chelsea FC by  
Frank Arnesen. He took up his appointment as Technical Director in the summer  
of 2011 having worked for the club as Head of Opposition Scouting for the 
previous four seasons.

Michael has a playing background that includes professional clubs in Belgium, 
Germany, England, USA, Spain and Israel. He also won 14 national caps for Nigeria 
before embarking on a career in coaching.

Michael is a key member of the Chelsea FC Technical Board and acts as an advisor 
to the Directors of the football club. At Chelsea FC the Technical Director has 
responsibility for the 1st Team, Recruitment, Training Ground, Academy and 
Medical departments. Although each of these employs a Head of Department, 
Michael directs each one offering support, advice and monitors performance. 
In his role he liaises closely with the Owner and Board of Directors providing 
information on and advice to improve each of the departments. 

AREAS OF RESPONSIBILITY

1ST TEAM 

Michael is particularly involved with the recruitment and selection of the 1st 
Team Manager. He explained that his role is of vital support to the incoming 
Manager providing important insight into the philosophy and internal workings 
of the club along with a necessary link between the Manager and the Directors. 
He liaises closely with both the Manager and the Board of Directors with regard 
to recruitment of potential 1st Team players. He also acts as an advisor to the 
Manager with regard to the coaching and performance of players spending some 

2.0
PURPOSE OF  

THE STUDY

3.0
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MICHAEL EMENALO, 
TECHNICAL DIRECTOR, 

CHELSEA FC
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of his working week on the training field with the Manager and coaches at team 
training sessions.

RECRUITMENT

Michael also has responsibility for the recruitment of potential 1st Team players. 
The club employs a Head of Recruitment along with a team of both domestic and 
international scouts. Michael works closely with the Head of Recruitment, the 
Directors and the Manager to recruit players for the football club. He suggested 
that the Technical Director should have a sound understanding of the club 
philosophy in order to recruit players who will help achieve the long term vision of 
the football club.

TRAINING GROUND

Michael explained that he has a specific responsibility to monitor and manage staff 
relationships at Chelsea’s Cobham training ground. The Technical Director, having 
a full understanding of the philosophy that drives the club, is in a unique position 
to work between and with all staff at the training ground to ensure a world class 
environment in order to produce and nurture elite performance. 

ACADEMY

The Academy Manager at Chelsea FC is also supervised by the Technical Director. 
Michael will advise, support and organise the Academy to ensure that the 
development programme for young players at Chelsea FC follows the long term 
club strategy. He liaises closely with the Academy Manager and provides an 
important link between the youth development and professional squads.

MEDICAL

Along with monitoring and managing the Head of the Medical Department, 
Michael explained that a large part of this role involves the efficient transfer of 
information between departments. Updates on current and potential injuries, 
recovery time frames, training loads and new technology need to be available to all 
technical departments and also the Board of Directors immediately.

SKILLS AND QUALITIES

When describing the attributes that a Technical Director should possess  
Michael included;

• A clear and thorough knowledge of the club philosophy

• Knowledge of the players’ football strengths and weaknesses

• Knowledge of the players’ social, emotional and psychological traits

• Technical and tactical knowledge of the game

• Excellent man management skills

• Excellent communication skills

• Flexibility

CULTURAL DIFFERENCES

Having played professionally in many European countries, Michael gave some 
insight into how the role is different in other leagues. He stated that in Germany 
the Technical Director will often deal directly with the media while in Spain it is 
much more accepted for the Technical Director to opine on player and  
team performance.

DEVELOPING THE ROLE

During the interview Michael suggested that more clubs in England would start to 
employ the role of Technical Director in the future but went on to describe some 
of the difficulties that would need to be controlled. He mentioned that the English 
media would need to accept the legitimacy of the role before it would fully succeed 
and that it might need more high profile, former players to take on the position 
in order to facilitate this. It was interesting that along with the media Michael 
thought it very important that the club validate the role with all key groups 
including the media, the fans, the staff and the players. Michael also explained 
that he thought it preferable that the Technical Director be in position before the 
appointment of the Manager or Head Coach in order to remove any uncertainty 
of responsibility. Looking forward, Michael suggested that with increasing new 
ownership of clubs in England, new business models would be employed and as 
a result new staffing structures would be put in place including the role of the 
Technical Director.

Dan explained how his role has evolved at West Bromwich Albion. He previously held 
the position of Academy Manager at the football club. During this time the club 
restructured the technical staff to include a Sporting and Technical Director.  
Dan took up this post in 2008. 

Dan’s playing background includes two years at Norwich City as a youth team 
player. He went on qualify as a PE Teacher before taking on the role of Academy 
Director at West Bromwich Albion FC. 

Dan shared some interesting insights into his responsibilities at West Bromwich 
Albion. He emphasised that the relationship between him and the Head Coach  
was trusting, open and that communication was both continual and vital.  
Dan suggested that in his role 80% of his time is spent with 1st Team affairs.

4.0
DAN ASHWORTH,  

SPORTING AND TECHNICAL 
DIRECTOR, WBA FC
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AREAS OF RESPONSIBILITY

Dan listed his areas of responsibility at the football club to include the 1st Team, 
Recruitment, Academy and the Medical Department.

1ST TEAM

Dan described his responsibilities for the 1st Team to involve contract negotiation 
with both players and staff, dealing with agents and managing the 1st Team 
Match Analysis Department. He emphasised that he maintained a close working 
relationship with the Head Coach. The two meet every day to discuss a variety 
of technical issues including current players, recruitment and performance. He 
explained that this is vital to ensure open and clear lines of communication while 
fostering a trusting and supporting relationship.

RECRUITMENT

Dan explained in good detail that the club had taken the decision to invest in a 
robust Prozone match analysis software package. He explained that whilst it is 
proving to be a sound financial decision it has also improved and streamlined the 
recruitment process at the club. Increased footage of potential players is edited 
using Prozone in order for technical staff to observe up to five performances 
before a decision is made to send a Scout to watch the player in a live match. 
Dan supervises this department and liaises closely with the Head Coach and the 
Chairman with regard to targeting players for the club.

ACADEMY

Prior to taking on his current role at the club, Dan held the position of Academy 
Manager. As such he has an excellent working knowledge of the Academy at West 
Bromwich Albion FC. He mentioned that he spends two to three days each week 
on the training field watching and coaching the youth team squad. Along with 
providing him with opportunity to monitor the Academy programme, this gives him 
a good understanding of the players in the youth development system and enables 
him to assess their potential for the 1st Team with more authority.

MEDICAL

In order to appoint a Head of the Medical Department Dan first sought advice 
from The FA on potential recruits. He explained that his educational background is 
an advantage giving him some understanding of the field and the department. He 
liaises closely with the Head of Medical to ensure that all information regarding 
the health and well being of players is shared between all relevant departments. 
As a testament to this progress the club had recently invested in an impressive 
recovery pool at the training ground as part of the expansion of their  
Medical Department.

DEVELOPING THE ROLE

When he spoke about the development of the role of Technical Director in England 
Dan explained that he thought it would evolve and become more widely adopted. 
He argued that it is a vital position and that without it clubs are in danger of losing 
their DNA. He added that there are two important issues that would need to be 
addressed if the structure is to succeed in this country; 

• The Technical Director cannot be a threat to the position of Manager (both 
the position and the person) 

• The recruitment and selection of players for the 1st Team must involve both 
the Head Coach and the Technical Director working together. 

These are interesting points and are discussed further in the report. 

Dennis Bergkamp’s playing background needs little introduction. With over 
600 senior appearances during a 20-year career that includes spells with Ajax, 
Internazionale and Arsenal, Dennis also gained 79 international caps for his native 
Holland. Dennis took up his current position as Assistant Manager with Ajax in the 
summer of 2011. 

Dennis began by explaining the structure of the 1st Team technical staff at Ajax. 
The three senior posts are held by Frank de Boer (Manager), Dennis Bergkamp 
(Assistant Manager) and Wim Jonk (Head of Youth). He described this structure as 
the ‘Technical Heart’. This new technical organisation has been in place since the 
summer of 2011 despite a well publicised legal challenge to the structure during 
the latter part of 2011. 

As an integral part of the previous technical organisation Ajax employed Danny 
Blind, a former 1st Team player, as Technical Director. He held this post from 2008 
until the summer of 2011. 

CLUB PHILOSOPHY

The Technical Heart is important to drive forward a clear club philosophy. Dennis 
suggested that it is vital for the club to retain its identity by ensuring that former 
Ajax players are centrally involved with the technical programme at the club. 
Players with a personal knowledge of the history and traditions of Ajax are well 
placed to drive those values forward with young developing players. Whilst the 
three senior technical staff members are all former 1st Team players, there are 
many other former players involved with the coaching programme. Jap Stam,  
Marc Overmars, Bryan Roy and Yannis Anastasiou among others all work for the 
club in a variety of coaching roles.

5.0
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The philosophy that Dennis described has three central elements;

• Playing style: An attractive 4-3-3 system

• Player development: A world class coaching programme

• Player pathway: A consistent pathway for development  
players to move into the 1st Team 

AREAS OF RESPONSIBILITY

1ST TEAM

Dennis emphasised that the senior technical team are almost exclusively 
concerned with technical and tactical areas at the club. This includes team 
selection and coaching, match preparation, the Youth Department and the overall 
club philosophy. This is similar to the traditional responsibilities of the English 
manager. However, he stressed that it was important to recognise that with a 
technical team of three there is little opportunity for a corruption of power or 
a dictatorial structure to evolve that could potentially arise with a technical 
director or indeed an all powerful manager.

This technical team maintain close links with the Board of Directors in much the 
same way as a Technical Director. As a team with a consistent philosophy, Dennis 
argued that it is less difficult to sustain clear and regular communication with  
the directors.

Dennis described the organisational structure they had created as more of a  
co-operative arrangement rather than a hierarchical one which would foster 
better staff relationships, provide a stronger, more consistent message and 
prevent a dictatorial situation developing.

ACADEMY

Wim Jonk is an integral member of the technical team. As Head of Youth, Wim 
supervises the Academy. This enables the technical team to ensure the playing 
philosophy is consistent throughout Ajax and keeps them informed of the players 
with potential to make the transition to the 1st Team.

MEDICAL

One of the significant changes that has been made by Dennis and the senior 
technical team was to alter the lines of accountability for the Medical 
Department. He explained that the Medical Department now reported first to the 
Technical Heart rather than the directors of the football club. He suggested that 
this improved communication lines and gave the technical staff more control of 
the players’ training programme. It was interesting however, talking with the Club 
Doctor to learn that the Medical Department have found this transition difficult 
and a number of the medical staff resigned from Ajax as a result. 

With this structure of a Technical Heart Dennis conceded that there are areas  
of responsibility not specifically controlled by the technical team:

PLAYER CONTRACTS

Dennis explained that the senior team were concerned principally with technical 
aspects including the coaching, team selection and match preparation of players. 
He stated that they were not directly involved with players’ contract negotiations. 
Once players had agreed to sign or re-sign for the club the Directors negotiate 
the contract.

PLAYER RECRUITMENT

It was also explained that whilst the technical team had a close working 
relationship with the Recruitment Department and had a large input regarding 
potential targets, they were not directly involved in the recruitment process.

SKILLS AND QUALITIES

Dennis talked a great deal about the need to preserve the club identity by 
employing former Ajax players to fulfil technical roles at the club. He suggested 
that these former club players ingrained in the club philosophy know the game, 
know the club and know the players. He added that everyone must be fully qualified 
and also demonstrate strong ambition and a great desire to continue to develop 
and improve.

SUCCESS

Dennis reiterated the club philosophy when he stated that the success of the 
technical team will be judged by their ability to continue to produce local players 
to the Ajax 1st Team and then ultimately to sell them to bigger clubs from more 
successful leagues in Europe.

Panathinaikos FC installed Yannis Anastasiou as Head Coach in the summer 
of 2013. Yannis enjoyed a successful playing career in Greece, Belgium and the 
Netherlands and also earned 5 caps for the Greek national team. Yannis is assisted 
by Steve Rutter, an English coach working alongside him with the 1st team 
squad. Steve had previously worked for both the Football Association and the 
Professional Footballers’ Association in England.

During the 4-day visit I observed 1st Team training and match preparation and 
also Academy training sessions. I met with staff from many of the technical 
departments including 1st Team, Academy, Sports Science and Medical discussing 
club philosophy, playing style, player development, player recruitment, coach 
development and other best practice.

6.0
STUDY VISIT  

PANATHINAIKOS
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CLUB PHILOSOPHY

1ST TEAM

Panathinaikos was a football club in a period of transition during my visit. The Head 
Coach and his coaching team had only been in post since the start of the season. 
Yannis explained to me that he wanted to change the playing style of the 1st team. 
He wanted to play with a quicker tempo, move the ball faster and also to press 
more aggressively, higher up the pitch. We discussed the strategies to achieve 
this and it was clear that both he and Steve Rutter were determined to work 
with the players on the training pitch, to coach them and to improve them toward 
these aims. The philosophy seemed to be moving toward working more carefully 
with the players they had at the club. Steve indicated that he strongly believes 
that coaches can have a greater impact with player development that may have 
traditionally been accepted.

PLAYER RECRUITMENT

With this however, it was further explained to me that the player recruitment 
was also changing. Yannis working with Nicos Dabizas wanted to recruit younger 
players who he thought would be more motivated to improve and fully buy into the 
club philosophy. He also hoped that the majority of these players would originate in 
Greece, perhaps to form part of the club identity.

ACADEMY

It was interesting that the coaching staff believed that the club now had more 
alignment with the Academy regarding player recruitment, player characteristics, 
playing style and overall club philosophy. The Academy Director, Yannis Samaras, 
explained that the philosophy was pastoral in nature and he demanded certain 
moral standards from the young players. He explained this as suggesting that 
belonging to Panathinaikos was a ‘Way of Being’. He argued that this was now 
much more effective with Yannis Anastasiou at 1st Team level instilling the same 
standards, behaviours and philosophies. 

Additionally, the club had moved to a new training ground. This seemed to bring 
with it new logistical challenges but also offered the new leaders at the club the 
opportunity to build a new culture. The environment I witnessed was relaxed and 
welcoming while retaining a sense of purpose and a strong work ethic. Anecdotally, 
players seemed content and happy and perhaps importantly listened to.

FC Porto installed Paulo Fonseca and his coaching team in the summer of 2013. 
Paulo made over 240 professional appearances during a 14 year playing career. He 
and his coaching team were recruited from FC Pacos de Ferreira having guided 
the team to the Champions League for the first time in their history.

During the 4-day visit I observed the FC Porto vs SC Braga 1st Team match, U23 
training and match preparation and also Academy training sessions. Meetings 
were held with Paulo Fonseca and his coaching staff, the U23 Head Coach, Luis 
Castro and Jaime Teixeira, Operations Director at the club. Discussion included 
club philosophy, playing style, player development, player recruitment, the loans 
system, coach development and other best practice. 

CLUB PHILOSOPHY

During my time with the club I was particularly impressed by the strong sense of 
identity. FC Porto view themselves as tough, rugged and strong. This was evident 
when discussing philosophy and playing styles with Luis Castro, the long-standing 
U23 Coach. His manner when coaching and communicating with the players was 
consistent in this respect. He made clear physical and psychological demands 
on his players and impressed on them the need for a great work ethic, mental 
resilience and toughness.

This tough identity was also demonstrated in other ways. Anecdotally, coaches 
working at the club are placed under calculated pressure that demands certain 
standards and success. In the stadium there hang 5 giant murals of previous 
successful managers bearing down on the current 1st Team staff reminding them 
of expectations. Also of interest was the 2nd technical area along the sideline of 
the pitch. In this smaller dugout, I was informed, sat two directors of the club, the 
Technical Director and a long standing coach and former club ‘legend’. Even if not 
the case, the perception seemed to be that the coaches were under pressure.

1ST TEAM

During discussion with Paulo Fonseca and his coaching staff it was interesting 
debating issues on playing styles and teaching the players. Paulo explained that 
they had found it challenging to work with players’ attitudes to improving. The 
coaching staff did not feel that the players had as good an understanding and 
knowledge of the game as the players believed they had. This was of interest as 
it is a common feeling among English coaches working in the professional game. 
To their credit, Fonseca and the coaches had not changed their playing style and 
coaching philosophy and were continuing to work with the players to educate and 
improve their performance individually and collectively.

7.0
FC PORTO
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This issue might be more difficult to overcome when considering the tough identity 
that is expected of FC Porto players as detailed above. It might be increasingly 
problematic to develop new ideas, playing styles and coaching programmes to 
players with such a strong identity and empowerment.

PLAYER DEVELOPMENT/LOANS 

Many different aspects of FC Porto were discussed with Jaime Teixeira, Operations 
Director at the club. Of particular interest was the loans policy. The U23 team of 
FC Porto play in the second tier of Portuguese football. This is an area of current 
debate in English football with the Premier League looking at increasing the quality 
and competitiveness of the U21 league. Jaime explained that the league provided a 
good foundation for the U23 players to play competitive matches in a professional 
league structure. However, those players close to 1st Team debuts were sent on 
loan to play for clubs in the top division, perhaps in the lower half of the league. 
The reasoning seemed sound; playing in the 2nd tier of Portuguese football will not 
provide enough of a challenge or education for players who will regularly play in the 
Champions League and challenge for domestic silverware.

PLAYER RECRUITMENT

Player recruitment was also discussed. The club has a clear strategy that involves 
mainly recruiting from Central and South America. The 1st Team squad was made 
up primarily of players from these regions. This deliberate plan is in place to 
maximise the potential of players who may not be as well known to other European 
nations and also maximise finances with regard to both costs and sell on fees.  
It was explained to me that the club view themselves, on the bigger European 
stage as a selling club. This is not dissimilar to the view held by AFC Ajax.

CLUB PHILOSOPHY AND THE TECHNICAL DIRECTOR

As might be expected, there is clear agreement with regard to the importance of the 
Technical Director to the club philosophy. Dan Ashworth stated that football clubs 
risk losing their DNA by not employing this position. Michael Emenalo argued that the 
Technical Director was vital to provide insight to the Manager on both the structure 
and philosophy of the club. Dennis Bergkamp repeatedly stressed the importance of 
personal and extensive knowledge of the traditions and history of Ajax.

It seems logical that the long term appointment of a suitably experienced and 
qualified Technical Director who supervises the coaching and youth development 
programmes, player and staff recruitment, Match Analysis and Medical 
Departments would be an excellent position to drive forward the vision of any 
football club.

8.0
DISCUSSION

AREAS OF RESPONSIBILITY FOR THE TECHNICAL DIRECTOR

There seem to be a number of common areas of responsibility for the role of 
Technical Director. At each of the clubs visited the Technical Director manages the 
following departments;

• 1st Team support

• Player recruitment

• Academy

• Medical

1ST TEAM SUPPORT

The manner in which this support is provided will vary depending on the attributes 
and experience of the Technical Director along with the attributes and experience 
of the Head Coach and of course the club philosophy. One particular advantage of 
employing a Technical Director is that the football club can adapt the role to suit 
its philosophy and employ someone with the appropriate attributes to match. By 
way of example, as a former international player Michael Emenalo is well placed 
to advise and support the Manager regarding 1st Team players, coaching and 
performance. Dan Ashworth, with his strong educational background and youth 
development experience has significant responsibility with the Academy coaching 
programme to ensure a clear philosophy that features a prominent youth 
development pathway into the 1st Team. 

PLAYER RECRUITMENT

One of the major responsibilities of the Technical Director involves targeting and 
recruiting potential 1st Team players. Both Michael Emenalo and Dan Ashworth 
stressed that this process must involve the Manager/Head Coach. Dan explained 
that he will regularly consult with the Head Coach to compile a list of players 
that would improve the squad. Following this consultation Dan will organise the 
Recruitment Department along with the Match Analysis team and begin the task 
of recruiting. This area has often been met with caution or misunderstanding in 
England. However, with clearly defined roles, regular, open lines of communication 
and most importantly, professional trust this should be viewed as important 
support for the Manager/Head Coach rather than as a threat to either authority 
or autonomy.

ACADEMY

If the Technical Director is to drive forward the long-term vision and philosophy 
of the football club then it follows that the Academy should fall within his 
responsibilities. In order to create a consistent playing style along with a set 
of core values within the club, Academy players must understand and adhere 
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to these important beliefs. The Technical Director should also ensure the 
development pathway for Academy players (with the necessary attributes) is 
open for them to progress into the 1st Team. As Dennis Bergkamp stated, it will 
be vital for these players who understand the club to maintain and develop the 
club identity. Further, as Yannis Samaras indicated, the messages to Academy 
players need to be consistent with those at 1st Team level in order to develop the 
necessary characteristics in players in the culture of the club.

MEDICAL

It is interesting that whilst the current structure at Ajax does not include that of 
a specific Technical Director, one of the first management changes made by the 
Technical Heart was to reorganise the Medical Department. It seems a consistent 
approach. The Medical Departments at both Chelsea and West Bromwich Albion 
report directly to the Technical Director. Michael Emenalo and Dan Ashworth 
described their role in terms of open communication with the relevant technical 
departments. There is potential for conflict between the medical team and 
the coaches. An educated and informed Technical Director with knowledge of 
anatomy and physiology would provide support for both departments, up to date 
information to all parties and ensure that the best interests of the player and the 
football club are maintained.

SKILLS AND QUALITIES OF A TECHNICAL DIRECTOR

Excellent technical and tactical knowledge of the game is vital to any Technical 
Director. In order to discuss playing styles and strategies in detail with the 
Manager and then review these with the Directors, the Technical Director 
requires not only first class game knowledge but also the skills to communicate 
these effectively. A number of common attributes were described to me as 
of vital importance. An empathy with both players and staff along with good 
communication skills and the ability to foster positive relationships were 
consistent skills detailed as extremely important to this role. These might be 
described as more social, nurturing and managerial qualities. Michael Emenalo 
specifically mentioned that the Technical Director needs a sound understanding 
of players’ social, emotional and psychological traits. Dan Ashworth alluded to a 
similar point explaining that his role was to ensure that the Head Coach had only 
to prepare the team for the next match. It seems that the Technical Director 
needs a wide range of skills and qualities. These would need to include technical 
and tactical knowledge but also importantly incorporate additional expertise such 
as an understanding of psychology and sports science, excellent communication 
skills and strong managerial characteristics.

CULTURAL DIFFERENCES

One of the clear differences between Ajax and the English clubs related to the 
tradition of the role. It appears that the Head Coach in Europe is much more 
comfortable with the hierarchy of the Technical Director than the Manager in 
England might be. Indeed, in conversation with a number of the technical staff at 
Ajax, many argued in favour of the previous structure that included Danny Blind 
as Technical Director. It was suggested to me by both Dan Ashworth and Michael 
Emenalo that to improve this relationship in England it would be preferable for 
the Technical Director to be in position before the Manager is appointed. This 
should improve the understanding of clearly defined roles and help to avoid future 
conflict. The responsibility for player recruitment seems to be an area of concern 
for managers in England. As previously mentioned, at both Chelsea and West 
Bromwich Albion this is a collaborative process between the Technical Director, 
the Manager/Head Coach and the Board of Directors. It was explained to me that 
this is not always common practice in many European clubs where the Technical 
Director will lead the recruitment and the Manager will often need to deal with the 
players provided. With the traditional role of the English manager, this would be a 
difficult transition to adopt. It has been argued in this report that the Manager 
must be involved with the recruitment process. In order to ensure the club 
identity is maintained whilst employing the full range of knowledge and experience 
of the Manager it seems sensible to consider the collaborative approach when 
recruiting players. 

DEVELOPING THE ROLE

ADAPT THE ROLE

Every football club has a unique history, tradition and philosophy. It follows that 
in order to improve and develop, each club could adapt the role of the Technical 
Director to suit its particular needs. These needs might best be determined by 
conducting an appraisal of the current club structure, the skill set of current 
technical staff and establishing a clear long term strategy and philosophy.  
For example, a football club might employ a progressive, efficient recruitment 
team. However, they may benefit from a Technical Director with experience in 
coach education who is able to monitor and evaluate playing performance and 
further develop and support the coaching and technical staff. Alternatively, a 
different football club may decide that their youth programme is particularly 
successful but they could benefit from an experienced Technical Director with 
extensive knowledge of European club operations who may improve 1st Team 
player recruitment and provide a better link between the Academy and 1st Team. 
The club would also need to appoint an appropriate Technical Director to drive 

9.0
RECOMMENDATIONS
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the environment at the training ground. With a clear set of values, standards and 
behaviours the club need to create and maintain a consistent environment where 
staff and players will work, develop and perform within a strong identity.

STAFF RECRUITMENT: PLAYER PROFILING

If football clubs are to develop a strong identity it follows that careful 
consideration of specific player characteristics is needed. By creating a detailed 
profile for players in each position that fits with the clubs values, standards and 
playing style, clear benchmarks will be provided for recruiters, match analysts 
and coaches alike. The information should include the technical, tactical and 
physical needs for players but should crucially, also include the social, emotional 
and psychological requirements. This detail will be very useful to further achieve 
consistency between the Academy and 1st team player expectations to improve 
the pathway for developing players.

STAFF DEVELOPMENT/MENTORING

It is of interest that staff development was omitted as a specific responsibility for 
the Technical Director during each of the interviews. There is great opportunity 
for the Technical Director to provide support, training and guidance to technical 
staff at the football club. In this regard Coaches, Scouts, Analysts and Sports 
Scientists could benefit from a more centred staff development programme 
delivered by a well qualified and experienced Technical Director.  Educating, 
developing and supporting the technical staff would help to create a continually 
improving elite performance environment. This would further enhance and drive 
forward a strong and lasting club vision.

SPORTS SCIENCE

It is also interesting that Sports Science was not included as an area of 
responsibility for the Technical Director. Fitness Coaches, Nutritionists and 
Physiologists play an increasingly important role in player and team preparation 
and as a result play a major part in performance. Again, it seems that there is 
opportunity for increased support to be offered to this department by a suitably 
qualified and experienced Technical Director.

LOAN PLAYERS

Most football clubs use the loan system to bring players in to improve the squad 
and send players out to gain experience or game time. The Technical Director 
would be well placed to deal with both. Players coming to the club on a loan deal 
would benefit from the additional insight into the structure and philosophy of the 
club which should improve the players’ transition and therefore performance.  
The Technical Director would also be able to ensure that any players loaned out  
to other clubs continued with a development programme consistent with the 
parent club.

SPORT PSYCHOLOGY

An increasing number of clubs are appointing Sports Psychologists to work with 
the players and coaches. Anecdotally, many players have described the benefits 
they have received from working with a well qualified, experienced and effective 
psychologist. There is opportunity to grow this area of work within football to help 
support players and coaches to maximise performance. This support would need 
to remain consistent with the club structure and philosophy using clearly defined 
protocols, aims and objectives and should therefore be driven and managed by a 
knowledgeable Technical Director.

PERFORMANCE SUPPORT 

In order to create this consistent approach to the club philosophy, player 
support and coach development it might be prudent to group a number of these 
departments into a Performance Support Centre. This would include the Sports 
Science, Medical, Sports Psychology, Physiotherapy, Rehabilitation and Match 
Analysis departments along with others. The creation of a Performance Support 
Centre would also assist with consistent and open lines of communication 
between departments and provide clear understanding of responsibilities  
and accountability.

FURTHER STUDY

• Interview more Technical Directors in England  
Further benchmark common practice

• Interview Technical Directors working in lower divisions 
Impact of finance and status

• Interview more Technical Directors from other leading  
European clubs and countries   
Compare and contrast

• Interview Club Owners/Chairmen/CEOs  
Insight from Directors 

• Interview Club Managers  
Insight from Managers
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THE MASTERY OF ‘MONCHI’: THE POWER BEHIND SEVILLA’S THRONE

ALEX STAMP – DECEMBER 19 2008 – “BLEACHERREPORT.COM”

The name of Ramon Rodriguez Verdejo or ‘Monchi’ may not be familiar to most of 
you. But this is a man who has been a cornerstone of the recent successes of one 
of the top teams in Spain.

When Juande Ramos left Sevilla, though undoubtedly there was much outcry, the 
response was not as downhearted as many felt it would be. In fact most of the 
Sevilla fans, actually felt that were Monchi to leave then it would have been far 
more disastrous for the club, illustrating his level of importance at the club. 

As a player, Monchi was a fairly middling goalkeeper for Sevilla and he achieved 
little in his footballing career, but now in his second career as Sevilla’s sporting 
director he is achieving remarkable success.

In 2000, Sevilla’s plight was dire, the club had just been relegated from the top 
division and facing an uncertain future, both on a football and economic level. Into 
this climate came Monchi who was appointed as the club’s Sporting Director. 

He was given two key objectives, develop the club’s youth policy so that the club 
could develop their own stars of the future, and implement a scouting system that 
will allow the club to spot potential stars before any of the big clubs do. On both 
counts Monchi has more than exceeded his brief.

In terms of youth development, Sevilla have developed some of the finest young 
players in Europe over the past few years. The club’s academy has overseen the 
development of the likes of Jose Antonio Reyes, Sergio Ramos, Diego Capel, Jesus 
Navas, and the late Antonio Puerta.

Some of these players have been sold, with the club recouping £50 million 
since 1997 through the sale of academy players, but others have stayed and 
undoubtedly helped the team develop – Capel and Navas are key parts of the 
current Sevilla team.

Sevilla’s academy is now one of the most productive in Spain, boasting 400 players 
across 22 youth teams. It is now a rival to the much vaunted academies of Real 
Madrid and Barcelona, which is itself testament to the work of Monchi.

For scouting, Monchi has created a intricate network of over 700 scouts around 
the globe, all designed to help Sevilla spot and sign the brightest prospects in 
world football before any of the big clubs become aware of them.

This policy has paid dividends as some absolute bargains have arrived at Sevilla; 
with the likes of Daniel Alves, Julio Baptista, and Luis Fabiano all being signed for 
relatively low prices.

10
APPENDIX

10.1
‘THE MASTERY OF MONCHI’

Now, Alves and Baptista are among the best players in the world and have been 
sold on for a big profit. While Luis Fabiano remains at Sevilla and is being touted as 
one of the best strikers in the world and is interesting a number of big clubs.

Sevilla’s scouting network is so vast and so effective, that often scouts from 
other big clubs will follow Sevilla scouts in order to track who they are watching, 
an illustration of how effective Monchi’s plans for scouting have been.

The club continue to be successful in finding future stars-a recent example being 
midfielder Fazio, who was signed from the Argentine second division and is now 
seen as a future Argentine international.

Since Monchi’s arrival the transformation at Sevilla has been remarkable, the club 
was in the Spanish second division when he arrived but is now one of the biggest in 
Europe, consistently managing top four finishes, and achieving European success 
with their two UEFA Cup victories.

Though Juande Ramos’ management was an important factor, the club did not 
fall apart once he left. They have continued their progression under new manager 
Manolo Jimenez and this weekend alone defeated fellow title rivals Villarreal one nil. 

This is due mainly to the system which Monchi has installed at Sevilla. The club 
remain one of the best producers of young players in Spain, while they are still 
very capable of finding bargain buys from anywhere – rather than spending  
big money. 

For those who believe that sporting directors don’t work, particularly those in 
England, the method and mastery of Monchi should go far to dispelling this idea.

He has complete control of all transfer dealings and youth development, which frees 
up the manager to deal with the team. But unlike what Ramos found when he was at 
Tottenham with Comolli, Monchi discusses player recruitment with the manager and 
enjoys very good relations with his managers (Caparros, Ramos, and Jimenez).

Rather than forcing players onto a manager, Monchi works in tandem with them, 
finding players whose profile and style fit into the tactical make up of the team.  
As a result, if Sevilla, who are not a relatively big club, have to sell, then often they 
will have cheaper replacements already lined up-an example being the signing of 
Konko to replace Alves in the summer. 

As a result, Sevilla are able to sell established stars, the likes of Alves, Baptista, 
Reyes, Keita, and Poulsen have all been sold recently, yet the club still remains 
competitive, with cheaper signings being brought in to replace them. As a result 
Monchi’s system means that the club continues to evolve and continues to 
compete at the highest possible level on the smallest possible budget.
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While in England the fashion is to denigrate the work and role of a sporting 
director at a football club, the example of Monchi provides a perfect template for 
how a sporting director should work.

Here is a man who often works in the background, dealing with much of the  
off-the-field work, leaving the manager to deal with the team, and often gain the 
bulk of the praise when success is achieved.

But what should not be in doubt is that were it not for the vital work of Monchi, 
and the system he has put in place, then Sevilla would certainly not be in the 
position that they find themselves in today. For all the praise and acclaim Sevilla’s 
managers deserve, it is Monchi’s work that powers everything the club achieves. 

See link below 
http://www.worldsoccer.com/features/monchi-planning-ahead-with-sevilla

PREMIER LEAGUE TOTTENHAM HOTSPUR

BY JOHN S - BBC SPORT (U1816170) 31 OCTOBER 2007

Spurs’ handling of Martin Jol’s sacking and the appointment of Juande Ramos 
has generated plenty of column inches and it doesn’t make pretty reading for the 
Spurs hierarchy. 

Daniel Levy’s failure to appear at the unveiling of Ramos is universally derided as a 
less than courageous decision by the Spurs chairman.

Likewise Spurs sporting director Damien Comolli receives one hell of drubbing 
with Martin Samuel’s probably the pithiest representation of the widely held view 
that the Frenchman should be just as culpable as Jol - if not more so - for Spurs’ 
disastrous start to the season.

Samuel argues the role of the technical director has no place in English football. 
If Alex Ferguson and Arsene Wenger don’t require the services of a technical 
director then why should Spurs?

The success of Wenger and Ferguson would seem to provide an unanswerable 
case, but surely there is more than one way to skin a cat.

For a start most European clubs – as Comolli pointed out – deploy a technical 
director and seem relatively happy with it.

And why not? Frank Rijkaard seems to have no problem working under Txiki 
Beguiristain at Barcelona as does Bernd Schuster at Real Madrid in collaborating 
with Predrag Mijatovic. The last times I watched both those football teams they 
seemed to be producing relatively attractive football.

10.2
“IN DEFENCE OF THE  

TECHNICAL DIRECTOR”

10.3
“DAN ASHWORTH IS NO 

LONGER THE HIDDEN 
SECRET BEHIND WEST 

BROM’S SUCCESS”

Who is to say David Moyes might not have benefited from an extra pair of eyes 
in playing the transfer market. Perhaps then he might not have brought in Per 
Koldrup, James Beattie and Andy van der Meyde.

Even Rafa Benitez’s agent has told the Liverpool boss’ biographer Paco Lloret: 
“Rafa is the best coach, but sometimes he is so intent on watching the game, that 
he doesn’t watch the players.

“The agent said that his eyes were better at spotting players than Rafa’s eyes.”

And as Sevilla get to grips with a post-Ramos world the Andalucian club are 
probably quite glad that their technical director Ramon Rodriguez Monchi is still  
in place.

For if Ramos delivered five trophies in three years, by all accounts Monchi provided 
him with some impressive tools to go about his work.

The Sevilla technical director made £49m profit on the combined sales of Julio 
Baptista, Sergio Ramos and Jose Antonio Reyes alone, picking up the £23m-rated 
Dani Alves for £1m, while buying Julien Escudé for £1.3m, Adriano for £1.4m, and 
picking up goalkeeper Andrés Palop, Christian Poulsen, and Javi Navarro for free.

Of course Spurs might have appointed the wrong man in Comolli, but perhaps 
without their sporting director the club would not have signed Adel Taarabt, a 
young player who has been likened to Zinedine Zidane.

DAN ASHWORTH IS NO LONGER THE HIDDEN SECRET  
BEHIND WEST BROM’S SUCCESS

07/12/2010 7:37 AM GMT BY IAN EDWARDS

When Jeremy Peace, the WBA chairman, decided to create a post for a sporting/
technical director there were bets being taken for how long Tony Mowbray, the 
manager at the time, would accept someone meddling in his affairs.

The position of technical director - even without the addition of “sporting” - has 
traditionally been viewed in England with an intense amount of suspicion and as a 
concept that simply does not work.

The continental system, which seems to function so well in Italy, Spain and 
Germany, does not seem to sit well with English clubs where managers like to be 
king and assume responsibility for all football related decisions.

So when Mowbray, before he eventually departed to Celtic, came out in support 
of the successful candidate for Peace’s vacancy some months later it proved 
two things; Firstly, the former manager was far more broad-minded and open to 
suggestions than most of his Premier League colleagues, and two, Dan Ashworth, 

http://www.worldsoccer.com/features/monchi-planning-ahead-with-sevilla
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the person Peace eventually settled on for the role, was clearly going to be a huge 
asset at the Hawthorns.

Ashworth comes from a modest footballing background. The former Norwich City 
player had a short time at Carrow Road in an unspectacular playing career, but 
whatever he may have lacked on the field, it has not impeded him off it.

You only have to look a the list of players Ashworth has played an influential part in 
bringing to the club over the past couple of seasons to understand why.

People like Pablo Ibanez, the Spanish defender on a free contract, Gonzalo Jara for 
a pittance and Youssouf Mulumbu, a £75,000 DR Congo international that Paris St 
Germain didn’t give a real chance.

The list is also populated by players who were previously as anonymous as 
Ashworth himself, while even £4m on the likes of Peter Odemwingie and Somen 
Tchoyi hardly counts as lavish spending even at a club where the budget is 
notoriously tight.

While Roberto Di Matteo, who played an integral part in all the signings, rightly 
deserves the credit for moulding the collection of cast-offs and bargain basement 
signings into a team that currently sits in the top half of the Premier League 
table, with over half the 40 points they have set as a target for survival, Ashworth 
is the hidden gem behind the scenes.

Di Matteo has been on record numerous times admitting that Albion simply do not 
have the budget to compete when it comes to buying English players. Only recently 
he said he would love to work with a player of Adam Johnson’s immense potential, 
but the chances of that materialising are less than England staging the World Cup 
finals again.

Consequently, Albion need a structure in place with some of the best networking 
connections across the globe and an intimate knowledge of all the cheap and 
untapped talent on offer. Ashworth’s work is absolutely crucial and an example to 
all clubs outside the more prosperous in the top flight of what can be achieved 
with even the minimum of outlay.

The only problem for Peace now is that his visionary appointment of a total 
unknown is no longer a secret and Ashworth’s work is out in the public domain for 
bigger predators to feed upon.

That is why Chelsea are believed to have noted Ashworth’s work and included his 
name on their list of potential candidates to replace the departed Frank Arnesen 
as technical director at Stamford Bridge.

If Roman Abramovich is considering offering someone a job with the reigning Premier 
League champions, there’s a good chance they must be doing something right.

10.4
“LEE CONGERTON-I WOULD 

LOVE TO SEE THIS ROLE 
GROW IN ENGLAND”

So far the rumours are just ripples and Ashworth remains in his office with his 
mobile phone and data sheets at his fingertips, but many more performances like 
the ones Tchoyi and Odemwingie put in against Newcastle United and Peace might 
be looking for a replacement.

LEE CONGERTON: ‘I WOULD LOVE TO SEE THIS ROLE GROW IN ENGLAND’

The former Chelsea chief scout is learning at Hamburg the technical director’s job 
that is not really recognised in Britain

• STUART JAMES • GUARDIAN.CO.UK, MONDAY 21 MAY 2012 23.00 BST

As Lee Congerton stood alongside Frank Arnesen at the end of a long and 
extraordinary night in Munich on Saturday, there were warm handshakes from 
their Bundesliga rivals. “We were surrounded by some other clubs in Germany 
and they were the first to congratulate us, which was quite an unusual feeling,” 
says Congerton, Hamburg’s technical director. “I think in Germany they see us as 
Chelsea people working in the Bundesliga.”

It is not surprising. Congerton and Arnesen spent six years at Stamford Bridge 
before arriving at Hamburg last summer. Arnesen was the name that grabbed all 
the headlines when he left his role as sporting director at Chelsea to take up the 
same position at Hamburg but it is measure of how highly he thinks of Congerton, 
who finished up as chief scout at Stamford Bridge that he was keen for the 
38-year-old Welshman to come with him.

It was a rare chance for a young Briton to work abroad in a senior position at 
a top European club, though a few things have not quite turned out as planned. 
Congerton and Arnesen agreed three-year contracts with Hamburg in early 
2011 but, when they arrived in Germany a few months later, the president who 
appointed them had gone, the coach had been replaced by his assistant, the €15-
20m transfer pot had turned into a deficit and the wage bill needed to be cut. 

A chaotic summer followed as 14 players departed, including established names 
such as Ruud van Nistelrooy, the Brazilian Zé Roberto, veteran goalkeeper Frank 
Rost and the Germany international Piotr Trochowski. Among those who replaced 
them were five fringe players from Chelsea – Michael Mancienne, Slobodan 
Rajkovic, Jacopo Sala, Gokhan Tore and Jeffrey Bruma – raising a few eyebrows 
among those who imagined Arnesen’s appointment would lead to an influx of  
eye-catching signings.

The reality, though, is that it was a blessing Arnesen has Roman Abramovich’s 
number on speed dial. “Once we knew the financial constraints, our priority from 
day one changed completely and it was very much ‘wir müssen in der Bundesliga 
bleiben’,” Congerton says. “We were unable to go for the big players that we had 
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been talking to because the salaries were coming down and we had no money to 
spend, so we had to go for players that we knew and whom Frank could convince 
to come here. And, ultimately, the owner at Chelsea was very supportive and 
prepared to help.”

Hamburg avoided the ignominy of relegation from the Bundesliga for what would 
have been the first time in their history, although there were a few anxious 
moments along the way. Indeed, it sounds as if it has been a tough and testing 12 
months for Congerton, yet after spending the best part of a day in his company at 
Hamburg’s Imtech Arena, there is plenty of excitement about the future and not 
the slightest suggestion that he regrets leaving Chelsea.

“It’s definitely the right decision at this time in my life to have a new experience 
and I’m delighted I’ve come here,” says Congerton, who has moved to Germany with 
his wife and two daughters. “I certainly don’t like losing. 

“It hurts so much. And I’ve lost more than I’ve ever lost this year. But I can see 
what we’re trying to do off the field. We’re growing a system and some players. The 
city is fantastic. And everyone has so much passion for HSV. I’m just glad Frank has 
given me the opportunity and believed in me.

“I would love to see this role grow in England because I think it can offer so much 
to clubs. [Manchester] City and Chelsea are the big clubs that have it, Brian 
Marwood at City and Michael [Emenalo] at Chelsea, there’s Dan [Ashworth] at 
West Brom and Damien [Comolli] did it at Liverpool, so the role does exist. But here 
in Germany every club has it and it’s very much about the medium to long-term 
development. And that’s maybe a problem with the English game – the coach goes, 
big pay out and off we go again.”

Congerton believes there is a misconception about what the job entails. “I think 
it is frowned upon a lot in England because the managers don’t really understand 
what the role is. In England it’s perceived that the sporting or technical director is 
signing players that he wants to play in the team.

But we don’t bring a player here that the coach doesn’t want – ultimately he has 
to play them in the team. What we do is try to minimise the risk, so that we know 
the player and gather detailed information on them because the coach also has to 
understand that the sporting director has a responsibility to the organisation.”

To illustrate his point Congerton runs through the process behind signing the 
Latvian striker Artjoms Rudnevs from Lech Poznan this month. Statistics have 
become more important in recruitment and Rudnevs’ numbers, sourced from 
a database of 10,000 European players controlled by Steven Houston, another 
former Chelsea employee, were “exceptionally high”. The next stage is to view 
video clips and, if Congerton likes what he sees, as was the case with Rudnevs, 
a scout will go to watch the player and compile a dossier listing everything from 

language skills to alcohol consumption. Congerton and Arnesen then travelled to 
see Rudnevs in action before discussing the merits of signing the player with the 
manager, Thorsten Fink.

Fink is completely at ease with a structure that also sees Congerton work closely 
with the first team. “We do a lot of appraisal with the players individually, looking 
at them technically, tactically, physically, mentally, athletically and their lifestyle,” 
Congerton says, clicking on Bruma’s name to pull up some footage. “Jeffrey has a 
problem with crosses, with his body position, so we have done work with him on the 
video showing him clips. We set the model up, the coach understands what we want 
to do and his assistants will sit down with the player and go through the details.”

There are so many other strands to Congerton’s job, including engaging with the 
players out on loan, like the Germany Under-21 international Maximilian Beister, 
who has just returned from Fortuna Düsseldorf – “He was on loan before we 
arrived and I went to speak to him and he said nobody had ever done that before” 
– and implementing a philosophy in the academy that he hopes will produce 
homegrown coaches, as well as talented players, who are able to climb up through 
the ranks. 

If only he could have those responsibilities in England one day. “I speak to Frank 
about it. He’s my mentor and role model. Since he left home and went to Ajax 
he’s been travelling ever since. That’s maybe something I’m going to be doing 
myself unless the role will grow back in England,” Congerton says. “I’m very much 
established here with the family but the dream in years to come would be to help 
a manager be successful at a big Premier League club and put some footprints in 
the sand for the role to grow for others.”
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DIRECTOR OF FOOTBALL

The......................, is seeking to appoint a Director of Football to oversee the first 
team, scholars and academy technical football programme.

Salary: Negotiable

You will be responsible to the Board of Directors of ........... and will be required to 
devise and implement a technical football programme that contributes to the 
clubs ongoing development programme.

Your primary role will be to work alongside the First Team Head Coach on a daily 
basis whilst enhancing programmes that support the development of players 
within the club.

It is essential that you have a UEFA A Licence, ideally working towards the UEFA 
Pro Licence, a sound understanding of football development, the ability to work as 
part of a team and also have good organisational and communication skills.

Duties

As the club’s Director of Football you will be responsible for:

* Devising, implementing and delivering suitable training programmes in 
conjunction with the First Team Head Coach, scholarship and academy coaches

* Assisting the First Team Head Coach with team preparation throughout the 
week and in particular on match days

* Updating and safe keeping of players’ and training data

* Keeping of registers recording players’ attendance and participation at sessions

* Identification and recruitment of players for the club

* Attendance at relevant coach education courses, seminars and conferences  
to ensure that you are familiar with current coaching practice

CLUB PHILOSOPHY

• How do clubs set their philosophy? Might the philosophy include a defined 
playing style, the youth development programme, behavioural standards 
throughout the club, the recruitment policy and the medical department. 
Who is involved? What are the factors that might result in a change of  
the philosophy?

• How do the clubs ensure the maintenance of the philosophy especially during 
times of staffing changes or lack of success? Is it the job of the manager?

10.5
“DIRECTOR OF  

FOOTBALL JOB  
SPECIFICATION”

10.6
TECHNICAL DIRECTOR

“PRE STUDY VISIT NOTES”

• Do Spanish, Italian, German or French clubs have particularly different 
strategies for creating and maintaining their identities? If so what are the 
reasons? Are they cultural, financial, traditional or something else?

LEADERSHIP

• Does the role of ‘Technical Director’ have benefits that might improve the 
organisation? Might some of the benefits include clear and consistent 
standards, rules and objectives, stronger link between directors and playing 
and coaching?

• How do Technical Directors work differently (and why are they more often 
employed) in Europe? Are the reasons cultural, traditional or something else?

• Might clubs employ more of this role in future seasons?

• Are there adaptations to the role that might facilitate the process in this 
country? Might these include more cross referencing/closer working with the 
coaching team, the Technical Director more a part of the selection process, 
fewer staffing changes on management changes?

ELITE PERFORMANCE

• What are the industry drivers in professional football?  
Management and Coaching, Player Recruitment, Player Development, Sports 
Science, Medical, Match Analysis, Training Environment, Match Environment, 
Administration. How are these benchmarked?

• How could the culture of football coaching improve to improve the 
organisation? Might this include a clearer philosophy for the clubs, improved 
trust between departments, consistent, highly able and motivated staff.

TECHNICAL DIRECTOR: THE ROLE

The role of the Technical Director within the football club might include  
the following:

• Club Philosophy, Vision and Mission

• Liaise with 1st Team Manager and Coaching Team

• Recruitment of players

• Oversee Academy and Development/Reserve Squad

• Recruitment of staff: Coaching Team, Recruitment Team, Medical  
Department, Sports Science Department, Match Analysts

• Training Environment: Facilities, Hotel Stays, Family, Staff
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INDUSTRY DRIVERS: (A WRITTEN STRATEGY IS REQUIRED FOR EACH)

The Coaching Team

Player Recruitment

Staff Recruitment

The Academy

Sports Science

Medical

Match/Player Analysis

INTERVIEW QUESTIONS:

1. What is the overall philosophy of the club and how does this work with the TD? 

2. What are the areas of responsibility of the TD? 

3. A consideration of working relationships between TD and departments. 

4. How is performance assessed? 

5. What are the lines of accountability? A consideration of ownership/control. 

6. How did the role evolve? 

7. How might the role evolve in the future? 

8. What are the skills and qualifications needed to perform the role? 

9. What are differences in the role a) between clubs in England? and

10. b) vs foreign model?

REPORT STRUCTURE:

• Contents

• Background

• Interviews

• Discussion

• Conclusions

• Appendix




