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NFLMOBILITY REPORT - KEY DATA AND INSIGHTS SPOTLIGHT

A central goal of this data-driven mobility neport is to provide real-time insights combined with strategic recommendations to help produce measurahle goals and improved nesults in future hiring cycles,
especially concerning the persistence of disparate outcomes for leadens of color with respect to NFL general manager, head coach, and offensive coordinator roles

‘ This Volume XII nesearch neport is a direct call to action to Strengthen leaguewide processes, expand inclusive programming, shift the mindset of hiring managers, and increase accountability

Data-driven policies, programs, and incentives can certainly create incremental progress and momentum and result in a meaningful paradigm and culture shift by facilitating heightened awareness and
incneased stakeholder engagement—however, a genuine commitment by all hiring managers to hire, develop, and promote leaders of color is absolutely critical to produce compelling, sustainable outcomes

Recent annual hiring cycles all seem to reinforce the reality that no matter how many innovative and practical data-driven policies and initiatives are created, sustainahle change will not oceur until the
heants and minds/perspectives of those making the hining decisions shift and the resultant selection process for head coaches, coordinators and genenal managers truly becomes more merit-hased and as
close to hias-free as possihle

‘ The hiring process for team leaders still needs to evolve, as does the thought process and evaluative criteria of many hiring managers—improved results need to flow from improved processes

A primany challenge for candidates of color is hreaking into the head coach pipeline, as many head coaches, coordinators and key position coaches continue to get “reshuffled,” thereby preventing new talent
from entening the candidate pipeline—this “reshuffling effect” reduces the number of opportunities for new talent/candidates to break into the head coach pipeline

In addition to increasing the number of qualified candidates of color who interview for each open coordinator, head coach and general manager position, it is imperative to ensure that qualified candidates are
perceived as being “qualified” by the individuals who make the hiring decisions

The evaluative critenia utilized by hiring decision-makens seems to consistently shift each hiring eyele with respect to what prior coaching experience, leadership attnibutes and other non-cognitive variahles
ane deemed essential for new head coach and other team leadership hires—some teams have recently placed too much emphasis on “interview performance” as compared with actual coaching performance

Goaching qualities such as compassion, relatability, and mutual nespect ane essential to establishing and maintaining an inclusive and empowening team culture; currently, a candidate’s joh prospects are
sometimes impacted by intangible factors such as trust and perceived competence in addition to tangible factors such as actual performance in past head coach or coordinator position(s)

The aspirational goal is for all NFL teams to transition from a rules compliance and compensatory draft pick incentivization perspective to a hiring and talent development mindset that truly values equity,
fairness, inclusivity, culture, trust, and menit

‘ A permanent change in hiring cultures is critical in addition to the fluctuating gradual incremental improvements concerning the percentage of coaches and othenr team leaders of color hired each season

‘ Simply put, itis impenative to educate, enlighten, encourage, and empower team owners and othen key decision makers to shift pensonal perspectives, perceptions, prefenences, priorities, and processes




NFLMOBILITY REPORT - KEY DATA AND INSIGHTS SPOTLIGHT

From 1963-2023, 125 White individuals such as Frank Reich, Sean Payton, Nathaniel Hackett, Bill 0'Brien, Matt Nagy, and Vic Fangio have heen hired as an NFL head coach, offensive coordinaton, or defensive
coordinaton after a finst NFL head coach opportunity, whereas only 23 men of color such as Todd Bowles and Brian Flores have heen hired as an NFL head coach, offensive coordinaton, or defensive coordinator
after a finst head coach opportunity

Since the start of the 2012 NFL regulan season, 40 of the 77 head coaches hired were previously an offensive coordinator in the NFL for at least one full NFL season before earning a head coach opportunity, and 24
of the 77 head coaches hired since the stant of the 2012 NFL regular season were previously a defensive coordinator in the NFL for at least one full NFL season before earning a head coach oppontunity—64 of the
77 (equal to 83%) head coaches hired since the stant of the 2012 NFL season were previously an NFL level offensive or defensive coordinator

During the most recent annual hiring cycle hetween February 14, 2022 (day following Super Bowl LV1) and February 12, 2023 (day of Super Bowl LVII), NFL teams hined a total of 41 head coaches, offensive
coordinators, defensive coordinators, special teams coordinators, and general managers for open positions

‘ White individuals were hined for 26 of these 41 available positions and 15 men of color were hired for these 41 recently filled positions

Men of color were hired for approximately 37% of the 41 recently filled head coach, offensive coordinator, defensive coordinator, special teams coordinators, and general manager openings—
somewhat comparable to both the 2021-2022 hining cycle during which men of color were hired for 32% of the openings (15 out of 47 positions) and the 2020-2021 hiring cycle during which men of
color were hined for 37% of the openings (19 out of 52 positions) as well as a significant improvement from the 2019-2020 hiring cyele during which men of color wene only hined for 19% of the
openings (6 out of 32 positions)

During the most recent annual hiring cycle hetween February 14, 2022 (day following Super Bowl LVI) and February 12, 2023 (day of Super Bowl LVII), 12 of the 39 head coaches, offensive coordinatons, defensive
coordinators, special teams coordinators, and general managers who were fined, resigned, promoted, retired, accepted the same coaching position with another team (“lateral career transition”), op
otherwise “mutually parted ways” with an NFL team wene men of color—from February 2022 to Fehruary 2023, the total number of men of color serving as head coaches, offensive coordinators, defensive
coordinatons, special teams coordinators, and general managers merely incneased by three within the NFL, which closely mirrors the 2021-2022 hiring eyele during which the total number of men of color
serving in these primary team leadership roles only increased by two men of color

From 1993-2023, NFL teams have hired/employed 402 individuals as general managers and head coaches—only 16% (63/402) of these general managers and head coaches have heen men of colon

High position turnover rates have heen prevalent at the NFL coordinator level in necent years as NFL teams have made 106 total changes at the offensive coordinator position during the previous eight NFL
seasons and NFL teams have made 85 total changes at the defensive coordinator position during the previous eight NFL seasons—this extnemely high turnoven rate in key team leadership roles is not ideal from a
playen development or career trajectory and sustainability penspective

From 2002-2023, NFL teams hired a total of 222 head coaches—59 of the head coach hines served as NFL defensive coordinators in the immediately prior season (including 13 coaches of color such as Todd Bowles
and DeMeco Ryans), 58 of the head coach hires served as NFL offensive coordinators in the immediately prior season (including 4 coaches of color), and 34 of the head coach hines served as NFL head coaches in
the immediately prior season (including 6 coaches of color)

The 21-season summary data (2002-2023) on common pathways to becoming an NFL offensive coordinator illustrates the troubling reshuffling effect for a centnal primany head coach pipeline position as 101
of the 389 offensive coordinators hired by NFL teams from the start of the 2002 NFL season through February 2023 (approximately 26% of total offensive coordinaton hires) previously worked as either an NFL
head coach or an NFL offensive coordinator of another team immediately hefore earning a subsequent NFL offensive coordinator opportunity—only nine of these 101 former NFL offensive coordinators and head
coaches have heen men of color, which indicates that White individuals represent 91% of the formen NFL head coaches and/or formen NFL offensive coordinators who have been reshuffled into a subsequent
offensive coordinator opportunity

While it is somewhat encouraging that 43% of the defensive coordinators hined (53 out of 124) since the start of the 2012 NFL negular season are coordinatons of color, only 12% (18 out of 149) of the offensive
coordinatons hired during this same time period have heen coordinators of color




Starement From Do, 6. Keirw Haggison

“ltwas all a dream.” ~ Notorious B.I.G.

| want to walk you through my dream prion to “Black Monday” in the NFL (day aften the negular season ends) and all the vacancies being filled by February in most instances. | dreamed that offensive coordinaton Eric Bieniemy would be
hired as a head coach, as well as defensive coondinaton Leslie Frazien and othen African American males that have earned such an oppontunity in addition to dreaming that someone like DeMeco Ryans would earn a head coach opportunity
with a franchise in good standing (an onganization othen than the Houston Texans, although one undenstands that such an oppontunity does not come around often). None of my dreams happened, which leaves me with a pentinent
question: Do White coaches' leadenship livelihoods matter mone when it comes to hiring and fining trends, pattenns, and best practices of decision makens in the NFL? As of 2023, my answer remains “yes.” The goalposts continue to move
with the attributes and dues paid by Afnican Amenican male coaches and other coaches of color mone broadly speaking.

One of the mone intenesting case studies when looking at head coaching prospects who have not neceived an appontunity (to eithen succeed or fail like White coaches) is Eric Bieniemy. From 2019-2023, Bieniemy has interviewed for 17
head coaching positions with 16 diffenent teams (Jets interviewed Bieniemy in 2019 and 2021). Duning this time span, the Kansas City Chiefs, who Bieniemy worked fon as offensive coordinator, have finished with a top 6 offense all four
$easons in points and yards. The Chiefs have seen success winning games as they have made the Super Bowl three of the four seasons, winning two of them. 0f the 16 coaches who have coached at least one season since they wene hired,
only five of them have made the playoffs since being hired (Brandon Staley, Nick Sinianni, Kevin Stefanski, Zac Taylon, and Bruce Arians). Convensely, seven of the 16 hired coaches have been fired. Mone coaches have been fired than made
the playoffs since being hined over Bieniemy. 0f the 17 open positions that Eric Bieniemy interviewed fon, 14 of them wene filled with White coaches, 12 of which wene offensive-minded coaches. When looking at expenience, 11 of the 17 open
head coach positions were filled by someone with less yeans of NFL coordinator expenience than Bieniemy at the time of the intenview. Nine of those 11 coaches with less yeans of NFL coordinaton experience were White coaches. Facts only.

In a fonthcoming research article for the Amenican Journal of Sociology, scholars Ghristophen Rider, James Wade, Anand Swaminathan and Andneas Schwab (2023) examined how racial disparity results from the onganizational matching
of individuals to positions with different advancement prospects (“allocative bias") and by the provision of diffenential rewands within those positions (“valuative bias"). These scholans proposed that “racial disparity in organizational
leadenship representation will persist until valuative bias favoring White men ceases to influence advancement from the lowen-level positions whene most careens begin.” Results from this necent research study suggest “that people of
color will gain more if organizations address valuative bias in promotions from lower-level positions and into positions below the leadership ranks, where the qualifications considered pre-requisite for leadership are acquired.”

Another empinical anticle by Professor Melissa Williams (Emory University's Goizueta Business School) and colleagues objectively and scientifically captunes the inequitable trend that informs the neality that White male coaches enjoy the

hining biases in an anticle titled “Looking the Pant: Steneotypicality in Appearance Among White Professionals Predicts Leadership Attainment and Penceived Leadership Suitability” (2022): “Building on research showing that people hold an
image of the ideal leaden as a White person, we propose that looking more typically White may facilitate leadership attainment. Furthermone, within nace, steneotypicality positively predicted occupying a leadership head-coach nole among
White professionals (and negatively predicted occupying a head-coach role among Black professionals). These findings advance theonizing on the White leader link and have implications for the ability of people of color to achieve lucrative
professional noles.”

tven though the overall hining process seemed to impnove in some facets and aspects this annual hiring cycle in terms of numerous extended, mone deliberate team hining processes and positive impacts of the NFL's inclusive hiring
training initiative and other programming, the cumulative hiring results nonetheless mirror previous hiring cycles—from February 2022 to February 2023, the total numben of men of color serving as head coaches, offensive coordinators,
defensive coordinators, special teams coordinators, and general managers merely increased by three within the NFL almost precisely aligning with the 2021-2022 hiring cycle during which the total number of men of color serving in
these primany team leadenship roles only increased by two individuals.

In the final analysis, the NFL has real life nesumes with real life people that get overlooked for real time head coaching jobs, and this impacts real human beings’ feelings, attitudes, and mental health. Thene is only one primany
recommendation this yean—change the hearts and mindsets of the decision makers who ane still not choosing expenience, quality achievements, and innovation. Ghoosing nepotism and cronyism continues to be a major hurdle and
problem. Too many teams lean on the excuse of overly nelying on interviews instead of a coach's body of work and skill sets as a leaden. Choosing what is comfortable is choosing the status quo.



Starement From Tooy Vineewr

Every year, we strive to normalize the hiring of Black coaches in supervisory roles in the NFL. Each year, we find there is more work to be done. While we inch closer to fairness in hiring practices through efforts aimed at creating trust,
spotlighting skill, and developing talent, the results are slow and tenuous.

We learned a lot from the 2023 hiring cycle. Efforts to emphasize development and highlighting the offensive side of the ball may have paid off in Black hires for Quarterback Coaches, representing the highest percentage (36%) of Black
coaches hired in a cycle since 2017. The Black Defensive Coordinator has come much closer to normalization. Black Defensive Coordinator hings wene at 50% for the hiring cycle, second highest since 2017, about even with the seven-year
average. In key coaching roles, one Black coach was gained oven the previous yean—zenro Head Coaches, but a gain of four in Quantenback Coaches. Thene was one Black GM gain oven 2022.

Inaddition, history was made. There was 8 gain of one Black General Managen, which brings us to an all-time high of nine Black General Managers. Two Black Club Presidents were added, bringing the total to five--the most in league history.
These ang indicatons that some initiatives ane paying off. Process and guidelines are instilling accountability towand clean, fair and equitable interview and hining processes.

The processes include a committee of representatives from the Black College Hall of Fame, the Fritz Polland Alliance, and former GMs that evaluates all possible candidates and identifies top candidates that NFL Football Operations
shanes with clubs, hiring consultants and agents. Accountability is intnoduced into the process, as data is collected and tracked on the numben of interviews and job offers, ensuring that minority candidates anre seen and ane seriously
considered.

The NFL Quanterback Summit, in partnership with the Black College Football Hall of Fame, and the 0zzie Newsome General Managers Forum are yielding results. Position coach development through the Bill Walsh Minority Coaching fellowship
and the Nunn-Wooten Scouting Fellowship continue to strengthen and expose talent,

[tis time, howeven, to think outside the box with finst defining success so the goalposts ane not always moving. Existing banriens such as the agent effect, nepotism and cronyism must be eliminated. Alternative paths to success ought to

be considered. Expanding the college coach inventony, ongoing development, and strengthening policies that dinectly impact accountability ane necessary steps. We must continually ask ounselves: “If nonmalization is the goal, how do we
effectively get there?” The answen likely is found in “both/and” rather than “sither/or” scenarios.
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Beoonr Bacwenovnn & Reseanew Mrrnonorogy

This empirical reseanch repont series began analyzing data on occupational mobility pattenns of key NFL team leaders commencing with the stant of the 2012 NFL negular season to develop actionable data-dniven policies along with
conresponding best practices recommendations at both the league and team levels. The current Volume XII nepont, released in March 2023, supplements and complements the comprehensive annual internal league-developed “NFL
Coaching Demographics” repont.

A primany goal of this multifaceted data-driven initiative is to provide real-time data combined with strategic necommendations to help produce improved results in future hining cycles, especially concerning the pensistence of dispanate
outcomes for leadens of color with respect to NFL general manager, head coach, and offensive coordinator roles. This independent repont also aims to function as a cone resounce that supports an overall strategic, thoughtful, ambitious,
and program-based blueprint for scalable improvements relating to carger opportunities for coaches and othen team leadens of color. Simply put, this Volume XII nesearch report is anothen direct call to action to strengthen leaguewide
processes, expand inclusive programming, shift the mindset of hiring managers, and increase accountability.

The findings within this report highlight the need to transition traction into action by inviting all league and team stakeholdens to renew a commitment to more equitable hiring processes and resultant more diverse and inclusive coach
and front office staffs. Data-driven policies, programs, and incentives can certainly create incremental progress/momentum and result in a meaningful panradigm and cultune shift by facilitating heightened awareness and increased
stakeholden engagement. Previous reponts and policy neforms have produced gradual changes and notewonthy improvements. Nonetheless, deeper systemic overhauls and culture/mindset shifts continue to be vital to yield prolonged
meaningful change in the hining cycle results. A genuine commitment by all hiring managens to hire, develop, and promote leadens of color is essential to produce compelling, sustainable outcomes.

This independent neseanch study analyzes data and attempts to decode media narnatives reganding NFL head coach demographics, tenure, and occupational mobility patterns from the stant of the 1963 NFL season to Februany 2023. This
specific range of NFL seasons is utilized because 1963 senves as the finst season during which the NFL began to track nelevant data on head coach mobility patterns. This neseanch study also contains detailed data reganding NFL offensive
coordinaton, defensive coondinator, special teams coondinator, and general manager demographics as well as overall tenure and mobility trends from the start of the 2012 NFL negulan season (Septemben 5, 2012) to kickoff at Supen Bow
VIl (Februany 12, 2023). The present research study also highlights mobility patterns of head coaches, offensive coordinatons, defensive coondinators, special teams coordinatonrs, and general managens during the approximate one-
year period from the day following Super Bow! LVI (Februany 14, 2022) to kickoff at Super Bow! LVII (February 12, 2023) in onden to provide a timely, precise snapshot of key necent mobility trends and themes. A comprehensive database

of descniptive data was developed to evaluate the caneen paths, organizational tenure, and occupational mobility patterns of curpent NFL position coaches in conjunction with examining opportunities fon these position coaches to earn
promotions to coordinator or head coach positions. In addition, this research study integrates descriptive data from recent interconnected research conducted by the NFL related to occupational mobility and job success determinant$ of
NFL head coaches and other primary football operations team leadens.

"In the previous editions of this annual occupational mobility nepont, more than 35 policy and programmatic proposals have heen developed and
proposed—numerous of which have been embraced, implemented, and/on adapted by the NFL league office. Nonetheless, each hining cycle seems
to reinforce the reality that no matter how many innovative and practical data-driven policies and initiatives are created, truly meaningful and
sustainable change will not oceur until the heants and minds/perspectives of those making the hiring decisions shift and the nesultant selection

process for head coaches, coordinators, and general managens truly hecomes mone menit-hased, empathy-dniven, skill set influenced, and as close
to hias-free as possible. The aspirational goal is for all NFL teams to transition from a rule compliance and compensatory draft pick ineentivization
perspective to a hining and talent development mindset that genuinely values equity, fairness, inelusivity, culture, trust, and merit."

Dr. C. Keith Harrison




Oveeview or Breewr Mogitiry Parresns & Nev Mosiiry Teewns Siwer 2012

The NFL league office internal team database contains demographic data on curnent and formen NFL head coaches stanting with the 1963 negulan season. From the stant of the 1963 NFL season through kickoff at Supen Bow! LVII (Februany
12,2023), only 20 different Afnican Amenrican coaches, three Latino American coaches, one Lebanese Amenican coach, and two multiracial coaches have served as head coaches in the NFL. As of Februany 2023, six head coaches of color led
NFL teams as compared with 26 White NFL head coaches. For comparison purposes, five head coaches of color led NFL teams as of both Februany 2021 and Februany 2022.

The findings of the curnent study indicate that, historically, NFL teams have been reluctant to hine a penson of color for a head coach, offensive coondinator, or defensive coordinator position after a penson of colon has previously
senved as a head coach in the NFL. Since the stant of the 1963 NFL season, 125 White individuals such as Frank Reich, Sean Payton, Nathaniel Hackett, Bill 0'Brien, Matt Nagy, and Vic Fangio have been hined as an NFL head coach, offensive
coonrdinaton, on defensive coordinaton after a finst NFL head coach oppontunity, whereas only 23 men of color such as Todd Bowles and Brian Flores have been hired as an NFL head coach, offensive coordinator, or defensive coordinator
after a finst head coach opportunity. In addition, since the stant of the 1963 NFL season, 27 White individuals have been hired as an NFL head coach, offensive coondinator, or defensive coordinator aften a second NFL head coach
opportunity, wheneas only four men of color have been hired as an NFL head coach, offensive coondinator, or defensive coordinator after a second head coach oppontunity.

Within this repont, a specific emphasis is placed on the occupational mobility patterns of offensive coordinators and defensive coordinators because these two team coaching positions have historically functioned as the primany cangen
pipelines fon NFL head coach hines. Foninstance, findings in the curnent research study indicate that 40 of the 77 head coaches hined since the stant of the 2012 NFL negulan season wene previously an offensive coordinator in the NFL

for at least one full NFL season befone earning a head coach opportunity. Twenty-four of the 77 head coaches hired since the stat of the 2012 NFL regular season wene previously a defensive coordinator in the NFL for at least one full NFL
season befone earning a head coach oppontunity. Itis important to note that this Volume XIl repont also includes foundational mobility trend data on special teams coordinators—a team leadenship nole that continues to emenge as a viable
spningboanrd pathway for aspiring NFL head coaches.

Between Febnuany 14, 2022 (day following Super Bowl LVI) and February 12, 2023 (day of Super Bowl LVII), NFL teams hined a total of 41 head coaches, offensive coondinatons, defensive coordinatons, special teams coordinatons, and
general managens for open positions. White individuals wene hired for 26 of these 41 available positions. Fifteen men of color wene hined for these 41 necently filled positions (see Figure AL). In other words, men of color were hined fop
approximately 37% of the recently filled head coach, offensive coordinator, defensive coordinator, special teams coordinators, and general manager openings—somewhat comparable to bath the 2021-2022 hiring cycle during which men of
color were hired for 32% of the openings (15 out of 47 positions) and the 2020-2021 hiring cycle during which men of color were similarly hired for 37% of the openings (19 out of 52 positions) as well as a significant improvement from the
2019-2020 hiring cycle during which men of color wene only hired for 19% of the openings (6 out of 32 positions). Figure A2 provides a snapshat of the four most recent annual hiring cycle results from February 2019 to Februany 2023 fop
head coaches, offensive coordinators, defensive coordinatos, special teams coordinatons, and general managens.

Between Febnuany 14, 2022 (day following Super Bowl LVI) and February 12, 2023 (day of Super Bowl LVII), 12 of the 39 head coaches, offensive coondinatons, defensive coordinatons, special teams coordinatons, and genenal managens who
wene fined, nesigned, promoted, retined, accepted the same coaching position with another team (“lateral canreen transition”), or othenwise “mutually parted ways” with an NFL team wenre men of color. Stated differently, from Februany
2022 to February 2023, the total number of men of color senving as head coaches, offensive coordinators, defensive coordinatons, special teams coordinatons, and general managens merely increased by three within the NFL-closely
mirponing the 2021-2022 hining cycle duning which the total number of men of color senving in these primary team leadership roles only increased by two individuals.
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TABLEL O yr1p pogcn MOBILITY PATTERNS (2022-2023)
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As illustrated in Table 1, between February 14, 2022 (day following Super Bow! LVI) and Februany 12, 2023 (day of
Super Bowl LVII), NFL teams hired four White head coaches (Jonathan Gannon, Sean Payton, Frank Reich, and Shane
Steichen). Duing that same time period, NFL teams hired two head coaches of color (Todd Bowles and DeMeco
Ryans). In addition, between the start of the 2012 NFL season (Septemben b, 2012) and Super Bow! LVII (February
12,2023), NFL teams hined 62 White head coaches—81% of total head coach hines. During that same time peniod, NFL
teams hired only 15 head coaches of colon—19% of total head coach hires (see Figure A3).

HGUREAS N yeip poaches HIRED BETWEEN 2012-2023

HEAD COACHES
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Todd Bowles

Brian Flores
RonRivera
Robert Saleh
David Culley
Mike McDanie!

DeMecoRyans,

Notably, only five of the head coaches of color hired since the start of the 2012 NFL season remain current NFL head
coaches as of March 2023 (Todd Bowles, Mike McDaniel, Ron Rivera, DeMeco Ryans, and Robent Saleh). Mike Tomlin

has served as head coach of the Pittsburgh Steelers since 2007. Lovie Smith served as head coach of the Tampa Bay
Buccaneens from 2014-2015 and the Houston Texans during the 2022 NFL season. Jim Caldwell served as head coach of
the Detroit Lions from 2014-2017. Todd Bowles served as head coach of the New York Jets from 2015-2018. Hue Jackson
served as head coach of the Cleveland Browns from 2016-2018. Anthony Lynn served as head coach of the Los Angeles
Chargers from 2017-2020. Vance Joseph served as head coach of the Denver Broncos from 2017-2018. Steve Wilks
senved as head coach of the Arizona Cardinals duning the 2018 NFL season. Brian Flores served as head coach of the
Miami Dolphins from 2019-2021. David Culley served as head coach of the Houston Texans during the 2021 NFL season
(see Figunre A4).



TABLEZ N orreysive coORDINATOR MOBILITY PATTERNS (2022-2023)

Team

Name of Former
Offensive Coordinator

Race of former
Offensive Coordinator

Next Qpportunity for Formep
Offensive Coordinator

Name of New
Offensive Coordinator

Race of New
Offensive Coordinator

Previous Position of New
Offensive Coordinator

Arizona Cardinals

Drew Petzing

White

Quarterhacks Coach, Cleveland Browns

Baltimore Ravens

Greg Roman

White

Todd Monken

White

Offensive Coordinator & Quarterhacks
Goach, Univensity of Geongia (NCAA)

Carolina Panthers

Ben McAdoo

White

Thomas Brown

Afnican American

Assistant Head Coach & Tight Ends Coach,
Los Angeles Rams

Dallas Gowhoys

Kellen Moore

White

Offensive Coordinator, Los Angeles
Chanrgens

Brian Schottenheimen

White

Coaching Analyst, Dallas Cowhoys

Denver Broncos

Justin Qutten

White

Running Backs Coach & Run Game
Coordinator, Tennessee Titans

Joe Lombardi

White

Offensive Coordinator, Los Angeles
Chargens

Houston Texans

Pep Hamilton

Afnican Amenican

Bobby Slowik

White

Offensive Passing Game Coordinaton, San
Francisco 49ens

Indianapolis Colts

Mancus Brady

Afnican Amenican

Senior Offensive Assistant, Philadelphia
fagles

Jim Boh Cootep

White

Passing Game Coordinator, Jacksonville
Jaguars

Kansas City Chiefs

Enic Bieniemy

Afnican Amenican

Assistant Head Coach & Offensive
Coordinator, Washington Commanders

Matt Nagy

White

Senior Assistant & Quarterbacks Coach,
Kansas City Chiefs

Los Angeles Chargens

Joe Lombardi

White

Offensive Coordinator, Denver Broncos

Kellen Moore

White

Offensive Coordinator, Dallas Cowhoys

Los Angeles Rams

Liam Coen

White

Offensive Coondinator & QB Coach,
University of Kentucky (NCAA)

Mike LaFleur

White

Offensive Coordinator, New York Jets

New England Patriots

Bill 0°Brien

White

Offensive Coordinator, University of
Alabama (NCAA)

New York Jets

Mike LaFleur

White

Offensive Coordinator, Los Angeles Rams

Nathaniel Hackett

White

Head Coach, Denver Broncos

Philadelphia Eagles

Shane Steichen

White

Head Coach, Indianapolis Colts

Brian Johnson

Afnican Amenican

Quarterbacks Coach, Philadelphia Eagles

Tampa Bay Buccaneens

Bynon Leftwich

African Amenican

Dave Canales

Latino Amenican

Quarterbacks Coach, Seattle Seahawks

Tennessee Titans

Todd Downing

White

Passing Game Coordinator, New York
Jets

Tim Kelly

White

Passing Game Coordinator, Tennessee
Titans

Washington Commandenrs

Scott Turnep

White

Passing Game Coordinator, Las Vegas
Raiders

Enic Bieniemy

Anican Amenican

Dffensive Coordinator, Kansas City Chiefs




TABLES M prreysive cooRDINATOR MOBILITY PATTERNS (2022-2023)

Tean Name of formep Race of formep Next Opportunity for former Name of New Race of New Previous Position of New
Defensive Coordinator | Defensive Coordinator Defensive Coordinator Defensive Goordinator | Defensive Goordinator Defensive Coordinator
Arizona Gar'dmals Vance Joseph African Amenican Defensive Coordinator, Denven WhItB Linebackens Coach, Phlladelphla fagles
Broncos
Atlanta falcons Dean Pees White Retined Ryan Nlelsen Whlte Go- Defenswe Goordinaton & Defensive Line
Coach, New Onleans Saints

GarolnaPanters | Phisnow  [whte | [gfeo [ Aicandmenican | efensivCoorinaon, Denier Bonc

Cleveland Browns Joe Woods Afnican Amepican Defensive Coordinator, New Orleans | Jim Schwantz White Senion Defensive Assistant, Tennessee
Saints Titans

Defensive Coordinator, Carolina Vance Joseph Defensive Coordinator, Arizona Cardinals
Panthers

Houston Texans Matt Burke White Defensive Line Coach, Arizona Candinals

Los Angeles Chargens | Renaldo Hill Defensive Pass Game Coordinator, Dernick Ansley Secondary Coach, Los Angeles Chargenrs
Miami I]olphms

Miami Dolphins Josh Boyen Whlte VIG Fangm Whlte Defenswe Consultant, Philadelphia Eagles

Minnesota Vikings | Ed Donatell White Bnian Flores Multiracial Senior Defensive Assistant & Linebackers
Coach, Pittshurgh Steelers

New Orleans Saints | Knis Richand African Amenican Jo Wood \ican Ameri Defensive Coordinator. Cleveland B
Ryan Nielsen White Defensive Goordinator, Atlanta Falcons 06 1000S rica AMerican BB AL A UL
Philadelphia Eagles | Jonathan Gannon White Head Coach, Arizona Cardinals Sean Desai Indian American Associate Head Coach & Defensive Assistant,
Seattle Seahawks

San Francisco4%ers [ DeMeco Ryans African Amenican Head Coach, Houston Texans Steve Wilks African Amenican Defensive Passing Game Coordinator &
Secondary Coach, Carolina Panthens
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As Table 2-and Table 3 illustrate, between Februany 14, 2022 (day following Supen Bowl LVI) and February 12, 2023
(day of SupenBowl LVIT), NFL teams hined 12 White offensive coordinators and only four offensive coondinatons of
color. During the same approximate one-year time period, NFL teams hired five White defensive coordinatonrs and
seven defensive coondinators of color—this data precisely mirrons the defensive coordinator hining results for

the previous annual hining cycle (2021-2022) during which five White defensive coondinators and seven defensive
coordinators of color were hired. Itis important to note that, in february 2023, Leslie Frazier decided to take a year
off from coaching and temporarily step down as defensive coordinator of the Buffalo Bills—the team did not intend to
temporarily fill the defensive coordinator position on an interim basis during Frazier's one-season leave of absence.
Between the stant of the 2012 NFL season (Septemben b, 2012) and Super Bowl LVII (Februany 12, 2023), NFL teams
hined 131 White offensive coordinatons and 18 offensive coondinators of color. Duning this same time peniod (from
Septemben 2012 to Februany 2023), NFL teams hined 71 White defensive coondinators and 53 defensive coordinatons of
color (see Figung Ab).

FIGURE A5 OFFENSIVEAND DEFENSIVE COORDINATORS HIRED BETWEEN 2012-2023
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TABLES N oproig) reams eo0RDINATOR MOBILITY PATTERNS (2022-2023)
s Name of formen Special | Race of Former Special |  Next Opportunity for Former |  Name of New Special | Race of New Special Previous Position of New
Teams Coordinaton Teams Coordinatop Special Teams Goondinaton Teams Coordinator | Teams Coordinaton Special Teams Goordinaton

Cleveland Browns | Mike Priefen _ Raymond Ventrone Special Teams Coordinaton, Indianapolis Colts

Vikings

Indianapolis Colts | Raymond Ventrone i Assistant Head Goach & Special Brian Mason [ Special Teams Coordinaton, Univensity of Notre
Teams Coordinator, Cleveland Dame (NCAA)
Browns

Los Angeles Rams Joe DeGamillis _ Chase Blackburn m Assistant Special Teams Coach, Tennessee
Titans

As Table 4 illustrates, between Februany 14, 2022 (day following Supen Bowl LVI) and Februany 12, 2023 (day of Supen Bowl LVII), NFL teams replaced three White special teams coordinators and one African American special teams
coordinator. During this same approximate one-year time period, four White special teams coordinators were hired and zero special teams coordinatons of color wene hined. Each of the seven current NFL special teams coordinators
of color has been in such position for five on fewen prior seasons. Twenty curnent NFL special teams coordinators (including recently hined Chase Blackburn, Ben Kotwica and Raymond Ventrone) ane serving in this core coaching
leadenship position for the second or gneaten time~this “reshuffling effect” limits opportunities for new talent to entenr the broaden head coach pipeline from within this emenrging key team leadership pathway position. In addition

to these lateral transitions (reshuffling) of special teams coordinators, the assistant special teams coordinator position has functioned as the cone requisite primary mobility pipeline for all current special teams coordinatons of
color s 31 current NFL special teams coordinators served as either a special teams coordinator of anather team or an assistant special teams coordinator for their current team or a different team immediately prior to earning their
eurrent special teams coordinator position—recently hired Brian Mason most recently served as special teams coordinator at the University of Notre Dame.

“We should he creating a workplace culture that doesn’t nequire mandates to interview peaple of color and
minorities ... [Teams | should be doing the right thing for the right reasons, not because there is a policy ..
It’s not about percentages. It's about intentionally normalizing fairness, inelusivity and oppontunity as an
extension of football for all.”
“Until we see organizations doing the right thing for the right reasons in hiring individuals, the Rooney Rule and
Tray Vincent, NFL Executive Vice President of football Operations ather policy adjustments are necessay. It is disappointing because we are going into 2023 and we are stillin a

[place where we still have to have these requirements and mandates just to intenview women and people of color.

You would think that as an institution at this juncture based off of the evolution of the sport and those who play

it—almost 80% of our workfarce ane people of color at the collegiate level and [the NFL] level—that we would he
the last institution that would be faced with this ehallenge.

Troy Vingent, NFL Executive Vice President of Foothall Operations




TABLES CENERAL MANAGER MOBILITY PATTERNS (2022-2023)

Name of Formep Race of Formep Name of New Race of New . »
Team Previous Position of New General Manager
General Manager Gieneral Manager Gieneral Manager General Manager

Anizona Gardinals Monti 0ssenfort M Dinecton of Player Personnel, Tennessee Titans

Pittshurgh Steelers Kevin Colbert White Omar Khan Multiracial Vice President of Foothall & Business Administration,
Plttshungh Steelens

Iennesseentans Ran Carthon AfmcanAmemcan IJn'eutnnufPIayenPensnnneI San Francisco 49ers

As Table 5illustrates, between Februany 14, 2022 (day following Super Bow! LVI) and Februany 12, 2023 (day of Supen Bow! LVIT), NFL teams replaced three White genenal managens and zeno genenal managens
of color. During this same approximate one-yean time period, one White general manager was hired and two general managens of color were hired. Itis important to note that Omar Khan was promoted by
the Pittsburgh Steelens in May 2022 to replace the retiring Kevin Colbert. Monti 0ssenfort and Ran Garthon wene hired as finst-time genenal managens in January 2023.

Between the beginning of the 2012 NFL negular season (Septemben 5, 2012) and kickoff at Super Bowl LVII (Februany 12, 2023), NFL teams have hired 44 genenal managens—34 of the 44 general managens hined
during this time frame have been White football openations team leadens—less than 23% of NFL genenal managens hired since the start of the 2012 NFL season have been men of color. However, since Februany
2019, eight of the 15 NFL general manager hines have been men of colon, which demonstrates progress from an equitable and inclusive hiring penspective (see Figure AB).

N BT m—m—,

34 White

Color 10
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Six cunnent NFL head coaches have been hired since the day following Super Bow! LVI (February 14, 2022). Jonathan FIGURE B2 NFLOPPORTUNITY AFTER FIRST HEAD COACH POSITION (1963-2023)
Gannon, DeMeco Ryans, and Shane Steichen ane finst-time NFL head coaches. Todd Bowles, Frank Reich, and Sean

Payton are second-time NFL head coaches. Twenty-one of the 32 current head coaches are senving as finst-time NFL
head coaches, ten coaches ane serving as second-time NFL head coaches, and one coach (Pete Carnoll) is working as
an NFL head coach for the thind time in his coaching career (See Figune B1). All six necently hined head coaches have
prion NFL expenience as either an offensive coordinator (thnee necently hined coaches) or defensive coondinator
(three necently hined coaches). None of the six recently hired head coaches has any prion NFL level expenience as a
special teams coondinaton.

FIGYREST N oyppeny gEAD OACH TENURE/STINTS (2023)

!
HEAD COACH

62 White | Color 12

OFFENSIVE DEFENSIVE
COORDINATOR COORDINATOR
34 White | Color 4 30 White | Color 7

NFLHEAD COAGH FOR

FIRSTTIME

As illustrated in Figure B2, aften separating from a finst head coach position, 12 different coaches of color have earned
a second head coach oppontunity in the NFL since the stant of the 1963 season. For example, in Manch 2022, Todd
Bowles was named head coach of the Tampa Bay Buccaneens aften previously senving as head coach of the New Yonk
Jets from 2015-2018. After separating from a first head coach position, 62 White individuals have received a second
NFL HEAD COACH FOR L . .
SECONDTIME 1 NFL head coach opportunity since the start of the 1963 season. For example, recently hired Carolina Panthers head
coach Frank Reich served as head coach of the Indianapolis Colts from 2018 to midway through the 2022 NFL regular
season—Reich was fined aften the Colts started the 2022 season with a 3-5-1 recond. Similarly, recently hired Denver
THIRD TIME Broncos head coach Sean Payton served as head coach of the New Orleans Saints from 2006-2011 and 2013-2021-

Payton was suspended by the NFL during the 2012 season and took a year off from coaching in the NFL after parting
ways with the New Orleans Saints following the 2021 NFL season.




As alsoillustrated in Figure B2, since the stant of the 1963 NFL season, aften separating from a first head coach
position, 34 different White individuals have held NFL offensive coordinator positions, and 30 different White individuals
have held NFL defensive coordinator positions. For instance, Nathaniel Hackett was recently named offensive
coordinator of the New York Jets after previously serving as head coach of the Denver Broncos for most of the 2022
NFL season—Hackett was fined aften the Broncos went 4-11 with two negular season games nemaining to be coached
by an intenim head coach (Jerny Rosbung). Similarly, Matt Nagy recently eanned an oppontunity to serve as an NFL
offensive coordinator (hingd by the Kansas Gity Chiefs) after pneviously working as head coach of the Chicago Bears
from 2018-2021. Likewise, Bill 0'Brien was recently named offensive coordinator of the New England Patriots after
previously serving as head coach of the Houston Texans from 2014-2020. And Vic Fangio was recently named defensive
coordinator of the Miami Dolphins after previously serving as head coach of the Denver Broncos from 2019-2021. It

is impontant to note that Jim Schwartz (recently named new Cleveland Browns defensive coordinator) is cunrently
senving as an NFL defensive coordinator for the third time since being the head coach of the Detroit Lions from 2009-
2013.

Since the stant of the 1963 NFL season, after separating from a finst head coach position, four formen NFL head
coaches of color (Tom Fears, Jim Caldwell, Hue Jackson and Anthony Lynn) have subsequently held an NFL offensive
coordinaton position, and seven formen NFL head coaches of color (Brian Flones, Raheem Monris, Romeo Grennel,
Leslie Frazier, Todd Bowles, Vance Joseph and Steve Wilks) have been subsequently hired as NFL defensive
coordinatons. During the most recent 2023 hiring cycle, Brian Flores earned the defensive coondinaton position with
the Minnesota Vikings aften previously senving as head coach of the Miami Dolphins from 2019-2021. It is important

to note that Vance Joseph (recently named new Denven Broncos defensive coondinator) is currently serving as an
NFL defensive coondinaton for the second time since being the head coach of the Denven Broncos from 2017-2018.
Similanly, Steve Wilks (nrecently named new San Francisco 49ers defensive coordinator) is curnently senving as an NFL
defensive coordinator for the second time since being the head coach of the Arizona Cardinals during the 2018 season.

"Fven though the overall hiring process seemed to improve in some facets and aspects this annual hining eyele in
terms of numerous extended, more deliberate team hining processes and positive impacts of the NFL's inclusive
hining training initiative and other programming, the cumulative hiring results nonetheless minror previous hiring
eyeles—from Februany 2022 to February 2023, the total number of men of color serving as head coaches, offensive

coordinatons, defensive coordinatons, special teams coondinators, and general managers mengly increased by
three within the NFL, almost precisely aligning with the 2021-2022 hiring eyele during which the total number of men
of color serving in these primary team leadenship roles only incrgased by two individuals."

Dr. C. Keith Harrison

HIGURE §3 NFLOPPORTUNITY AFTER SECOND HEAD COAGH POSITION (1963-2023)
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As illustrated in Figure B3, aften sepanating from a second NFL head coach position, only one coach of colon, Lovie
Smith, has earned a third opportunity to serve as the head coach of an NFL team. Fifteen White coaches have received
athind oppontunity to be the head coach of an NFL team. Inaddition, two White coaches (Bill Pancells and Manty
Schottenheimen) earned a founth oppontunity to be the head coach of an NFL team. Convensely, not a single penson of
color has earned a fourth opportunity to be the head coach of an NFL team.

As also depicted in Figure B3, after separating from a second head coach position, seven White individuals have
neceived the oppontunity to serve as an NFL offensive coordinaton (as companed with zeno men of color). Figune B3
also illustrates that, after separating from a second head coach position, five White individuals have received the
oppontunity to serve as an NFL defensive coordinaton (as companed with three men of color). During the most recent
2023 hiring cycle, zero coaches of color earned an NFL head coach, offensive coordinator, or defensive coordinator
opportunity following two prior stints as an NFL head coach.



FIGURE b4 NFLOPPORTUNITY AFTER FIRST HEAD COAGH POSITION (2012-2023)
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As illustrated in Figune B4, between the beginning of the 2012 NFL regular season (Septemben 5, 2012) and Supen

Bowl LVII (February 12, 2023), 16 White individuals including Frank Reich and Sean Payton along with five men of color
including Todd Bowles earned a second head coach opportunity after transitioning from a first head coach position
during this time period. Lovie Smith, John Fox, Mike Mularkey and Jon Gruden ane the only four coaches who neceived
a thind NFL head coach opportunity during this same time frame. Duning this same time period between the beginning
of the 2012 NFL negulan season (Septemben 5, 2012) and Super Bow! LVII (February 12, 2023), 15 diffenent White
individuals and thnee diffenent Afnican Amenican individuals earned an oppontunity to be an NFL offensive coordinator
aften transitioning from a finst head coach position. Also, duning this same time peniod (from Septemben 2012 to
Februany 2023), six diffenent White individuals and six diffenent African American individuals eanned an oppontunity to
be an NFL defensive coordinator after transitioning from a finst NFL head coach position.

Only ten NFL teams have hined two or more African American, Latino Amenican, Lebanese American and/on multiracial
head coaches from 1963-2023 (excluding interim head coaches from the analysis). For example, DeMeco Ryans
necently became the thind non-interim head coach of color hingd by the Houston Texans (after the team parted ways
with two other head coaches of color, Lovie Smith and David Culley, in successive seasons following one-year head
coach stints). Similarly, in March 2022, Todd Bowles became the fourth non-intenim head coach of color hined by the
Tampa Bay Buccaneens.

Based in part on NFLinternal neseanrch data, since the stant of the 2008 NFL season, 33 diffenent individuals have
served as intenim head coaches (that s, these individuals were head coaches for pant of an NFL season including
Steve Wilks, Jeff Saturday, and Jerny Rosbung duning the 2022 NFL season). Eleven of the 33 interim head coaches
have been men of color (with Romeo Crennel and Perny Fewell twice serving as interim NFL head coaches since 2008).
Five of the eleven intenim NFL head coaches of color since 2008 eventually earned a head coach oppontunity with
eithen the same or a different NFL team. Mike Singletary, Leslie Frazier and Romeo Crennel represent the only three
men of color who earned the head coach position with their same team after serving as interim head coach for pant
of the immediately prion season. Likewise, since the stant of the 2008 NFL season, Anthony Lynn is the only coach of
color to earn a head coach position with a different NFL team after serving as an interim head coach for part of the
immediately prior season. Relatedly, in January 2015, Todd Bowles became the sole African American leader named to
a head coach position since the start of the 2008 NFL season after previously serving as an intenim head coach with 8
different NFL team earlier in his careen as he served as interim head coach for three games with the Miami Dolphins
during the 2011 NFL season. Todd Bowles recently also became the first former interim head coach of color to earn
two subsequent NFL head coach opportunities when named head coach of the Tampa Bay Buccaneens in Manrch 2022.
Relatedly, Steve Wilks recently earned the defensive coondinator position with the $an Francisco 49ers aften serving
as intenim head coach of the Canolina Panthens for 12 games during the 2022 negular season.

In December 2022, Nathaniel Hackett was fired by the Denver Broncos during his finst season as head coach—the
Broncos went 4-11in the 15 games Nathaniel Hackett coached. InJanuary 2023, Lovie Smith was fined following one
season coaching the Houston Texans. Similarly, in December 2021 Urban Meyer was fired during his first season as
head coach of the Jacksonville Jaguars and in January 2022 David Culley was fired following one season coaching the
Houston Texans. Hiring managens (head coach talent evaluatons) ane encouraged to be patient during the finst few
seasons with a new head coach so long as the head coach has established a culture in which playens feel respected
and empowened and feel that the coaching staff is helping all players develop and compete with consistent compelling
effort each game. Conversely, in situations like that in Jacksonville where a head coach has not created a culture

of professionalism and inclusive excellence, hining managens should not be reluctant to make swift changes—that
said, propen due diligence on the front end of the hiring process for head coaches could reduce the number of future
avoidable situations akin to the one that unfolded during the 2021 NFL season with Urban Meyer and the Jaguans.



NFL General Managers and Head Coaches of Color from 1993 - 2023

During the 30-season period from 1993-2023, NFL teams have hirgd/employed 402 individuals as general managens and
head coaches. Only 16% (63/402) of these genenal managens and head coaches were men of color. Similarly, although
the tenunes;/stints of White and racially divense general managens and head coaches are somewhat comparable and
encouraging, a clear ongoing occupational mobility barrier exists with respect to leaders of color earning the actual
initial opponrtunity to serve as an NFL head coach or genenal manager. The Cleveland Browns have hired/employed five
combined head coaches and general managens of color since the 1993 NFL season. The Minnesota Vikings, Houston
Texans, Tampa Bay Buccaneens, and Detroit Lions have each hined/employed four combined head coaches and genenal
managens of color since 1993. Convensely, the Dallas Cowboys, Los Angeles Rams and New Onleans Saints have not
hined/employed a single genenal manager or head coach of color since 1393. In January 2023, the Tennessee Titans
hined a general managen of color (Ran Canthon) for the finst time in team history. The Cleveland Browns arg also

the only NFL team that have hined/employed three different general managens of color since 1993—duning this same
time period, 13 NFL teams have not hirgd/employed a single general managen of color. The New York Jets, Houston
Texans, and Tampa Bay Buccaneens ane the only three NFL teams that have hired/employed thnee on more different
head coaches of color since 1993 with the Tampa Bay Buccaneers being the only NFL team to have hined four head
coaches of color—during this same time peniod, 10 NFL teams have not hined/employed a single head coach of colo.
Since 1993, only three NFL teams (Miami Dolphins, Houston Texans, and Indianapolis Colts) have hired a head coach of
color dirgetly after parting ways with a head coach of colon. Only six NFL teams have employed a general managen and
head coach of color at the same time since 1993 (Arizona Cardinals, Cleveland Browns, Detnoit Lions, Miami Dolphins,
Pittsburgh Steelers, and Washington Commanders). Finally, the Houston Texans ane the only NFL team to consecutively
hine thnee head coaches of color in Januany 2021, February 2022, and January 2023 (David Culley, Lovie Smith, and
DeMeco Ryans)—Culley and Smith wene both let go following one season as head coach and did not neceive a true
opportunity to prove themselves.

former finst-time NFL head coaches
5 1 earned subsequent head coach opportunity
or coordinator opportunity

2012 - 2003 14

COLOR

Total Team Hires and Average Tenure (1993-2023)

Total Hires Average Tenure
General Manager of Color “ h.8 seasons

White Genenal Manager 142 6.6 seasons

Head Coach of Color h.0 seasons

White Head Coach

Gieneral Managers of Golor Hined Per Team (1993-2023)
Number of General Managers of Golor |  Number of NFL Teams

v s
I
Coaches of Color Hired Per Team (1993-2023)

Number of Head Coaches of Color | Number of NFL Teams
v ]




Coordinator Tenure—Constant Turnover Negatively Impacts Opportunity for Coordinators of Color to Prove Themselves

This neseanch study also analyzed the tenune/stint (that is, length of time in cunnent positions) of all curnent
offensive coordinators and defensive coordinatons. High position turnover rates have been prevalent at the NFL
coordinator level in recent years. forinstance, NFL teams have made 106 total changes at the offensive coordinator
position during the previous eight NFL seasons. Similarly, NFL teams have made 85 total changes at the defensive
coordinator position during the previous eight NFL seasons. This extremely high turnover rate in key team leadership
rolesis notideal from a player development or career trajectory and sustainability perspective. Additional patience
and more realistic expectations by those who hine and firg offensive and defensive coordinators remains critical

to both creating and sustaining eventual head coaching opportunities for men of color. Itis essential to develop
programming and strategies to expand the length of tenure (“opportunity to prove themselves”) for offensive and
defensive coordinatars of color. Leadership stability and continuity are essential for creating true culture pivots and
sustainable success.

For current NFL offensive coordinators, the average length of time is only 1.2 seasons in the current position.
Twenty-eight current NFL offensive coordinators have been in their current position for two NFL seasons or fewen.
Mone specifically, 16 offensive coordinators will be entering their first season in such position during the upcoming
2023 NFL season, nine offensive coordinators will be starting their second NFL season in their current offensive
coordinator position, and three offensive coordinators will be starting their thind NFL season in their current
offensive coordinator position. Only three NFL offensive coordinators have been in their current position for three or
mone prior NFL seasons (Pete Canmichael, Brian Callahan and Alex Van Pelt) (see Figure B5). The San Francisco 49ens
do not have an officially designated offensive coordinator—head coach Kyle Shanahan is respansible for offensive play

calling duties.

SEASONS

FIGURE BS NFL OFFENSIVE COORDINATOR TENURE IN CURRENT POSITION
(AT START OF 2023 NFL SEASON)
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The data is quite comparable for the stint/tenure of current NFL defensive coondinators—the average length-of time is
approximately 1.1 seasons in the current position. Twenty-six current NFL defensive coordinators have been in their
ourrent position for two or fewen NFL seasons. More specifically, 12 defensive coordinators will be entering thei
fingt season in such position during the upcoming 2023 NFL season, eight defensive coordinators will be stanting thein
second NFL season in their current defensive coordinator position, and six defensive coordinators will be starting
thein thind NFL season in their current defensive coordinator position. Only three NFL defensive coondinatons have
been in their current position for three or more prior NFL seasons (Lou Anarumo, Steve Spagnuolo and Jack Del Rio).
The New England Patriots and Tampa Bay Buccaneens do not have separately designated defensive coordinators. Also,
Leslie Frazier decided to take a break from serving as the defensive coordinator of the Buffalo Bills during the 2023 NFL
$eason (see Figure BB). Six NFL teams (Arizona Gandinals, Caroling Panthens, Denven Broncos, Houston Texans, Los
Angeles Changens and Philadelphia Eagles) made changes at both the offensive coondinator and defensive coordinaton
positions during the most recent hining cycle (2022-2023), as companed with six NFL teams making changes at both
the offensive coordinator and defensive coordinator positions during the preceding hiring cycle (2021-2022) and
seven NFL teams making changes at both the offensive coordinator and defensive coordinator positions during the
2020-2021 hiring cycle.

FIGURE B6 NFL DEFENSIVE COORDINATOR TENURE IN CURRENT POSITION
(AT START OF 2023 NFL SEASON)
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FIGURE B7 B vr1 enuRE FoR OFFENSIVE COORDINATORS OF COLOR IN CURRENT POSITION
(AT START OF 2023 NFL SEASON)
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SECOND+ SEASON

All four men of colon senving as NFL offensive coordinators are entering their first season in this position with their
current team. Enic Bieniemy previously served as offensive coordinator of the Kansas ity Chiefs from 2018-2022.
Thomas Brown, Dave Canales, and Brian Johnson are finst-time NFL offensive coordinators. Only one African American
offensive coordinator (Brian Johnson) was necently promoted internally, as compared with one offensive coordinaton
of color promoted internally during the preceding annual hiring cycle (2021-2022) and three offensive coordinatons of
colon promoted internally during the 2020-2021 hiring cycle (see Figune B7).
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The avenage tenure/stint in the curnent position for the 14 current men of color in defensive coordinator positions i
64 seasons—no current defensive coordinator of color has served in their current defensive coordinator position
for more than two prior NFL seasons. Seven defensive coordinators of color will be starting their finst NFL season in
their current defensive coordinator position, five defensive coordinators of color (Teryl Austin, Mike Caldwell, Patnick
Graham, Clint Hurtt and Alan Williams ) will be entering a second NFL season in their curnent defensive coordinator
position, and two defensive coordinators of color (Aanon Glenn and Raheem Mornis) will be entening a third NFL
season in thein current defensive coondinator position (see Figure BS).

POSITION (AT START OF 2023 NFL SEASON)
NFL DEFENSIVE COORDINATORS OF COLOR ENTERING

FIRST SEASON

SECOND SEASON

THIRD SEASON

HEAD COACH

NFLPLAYING EXPERIENCE

90F 32 CURRENT HEAD COACHES
PLAYEDIN THENFLPRIOR TO
BECOMING A COACH

Interview Summary - 2022-2025 Hiring Cyele

Position White Candidates |  Candidates of Golop
Imrmwell Imrviawml
General Manager
Head Coach _

| DefensieCoordinate | 0 | @ |
| SpecilTeamsCouedinator | 6 | 5 |
| Qartnbackstoach | 5| % |

“We know that in life relationships matter. The husiness of foothall is no diffenent. Taking the time to know
someone and heing intentional about creating lasting relationships begins with netwonking... What we aim to
eliminate [is] bias. Promote trust. Develop skills. Provide opportunities. That's the hope. That we get to a day

where you're being measuned off of team sucegss, individual position-group Suceess. How you manage playens.
How you communicate with people. What your Strategie plan is. You hape those ang the things that are present on
the table when a team is looking for somebody in that coach/CE0 role. But in many cases, those fagtors don't seem
to come into the equation.”

Tray Vineent, NFL Executive Vice President of Foothall Gpenations




Mogitiry Paraways & Fatent Piotines

Five of the 16 offensive coondinators hined between Februany 14, 2022 (day following Super Bowl LVI) and Februany 12,
2023 (day of Supen Bowl LVII) ane currently holding an NFL offensive coordinator position for the finst time, seven of
the 16 offensive coordinators hired during this time period are serving as an NFL offensive coordinator for the second
time, two of the recently hired offensive coordinators are now serving as third-time NFL offensive coordinators,

and two of the recently hired offensive coordinators ane serving as NFL offensive coordinators for the fourth time.
Stated diffenently, 11 of the 16 recently hired offensive coordinators have prior careen experience as an NFL offensive
coordinaton (see Figure 01).

FIGURE 61 EXPERIENCE OF RECENTLY HIRED OFFENSIVE COORDINATORS
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One of the offensive coordinators hired between Februany 14, 2022 (day following Supen Bowl LVI) and Februany
12,2023 (day of Super Bow! LVII) senved as the head coach of a diffenent NFL team immediately before being named
offensive coordinaton of thein curnent NFL team (Nathaniel Hackett). Four of the offensive coordinatons hined duning
this same time peniod held the offensive coordinator position with a different NFL team immediately before being
named offensive coondinator of their cunrent NFL team. Four of the recently hined offensive coordinatons held the
quartenbacks coach position with eithen a different NFL team on their current NFL team immediately before being
hined as (or promoted to) offensive coordinator of their cunrent NFL team—one of the pecently promoted formen
quartenbacks coaches (Matt Nagy) also held the title of “senior assistant.”

Three of the necently hined offensive coonrdinatons served as passing game coordinators with eithen a diffenent NFL
team on their cunrent NFL team immediately befone being hined as (or promoted to) offensive coordinaton of their
current NFL team. Two of the necently hired offensive coordinators served as college-level offensive coordinators
before being hired as offensive coordinator of their current NFL team. One of the recently hired offensive
coondinators served as a tight ends coach / assistant head coach of anothen NFL team immediately before being
hired as an offensive coondinator. And one of the recently hired offensive coondinatons served as a coaching analyst
immediately before being promoted to the offensive coordinator position.

Three of the twelve defensive coordinatons hired between February 14, 2022 (day following Supen Bowl LVI) and
Februany 12, 2023 (day of Super Bow! LVIT) ane curnently holding an NFL defensive coordinator position for the

fingt time. Four of the twelve defensive coondinatons hired during this time peniod are serving as an NFL defensive
coordinator for the second time. Three of the twelve recently hired defensive coordinators are serving as NFL
defensive coordinators for the thind time. And two of the twelve recently hired defensive coordinators are working
as an NFL defensive coordinator for the fourth or greater time in their coaching caneer—for example, Jim Schwantz
is now senving in his fourth stint as an NFL defensive coondinator and Vic Fangio is now senving is his sixth stint as
an NFL defensive coordinator. Stated differently, 9 of the 12 recently hined defensive coondinatons have prior careen
experience as an NFL defensive coordinaton (see Figune 62).

FIGURE 62 EXPERIENCE OF RECENTLY HIRED DEFENSIVE COORDINATORS
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Divengent from the typical mability trend observed in recent previous annual hiring cycles, none of the twelve
defensive coordinators hirgd between Februany 14, 2022 (day following Super Bowl LVI) and February 12, 2023 (day
of Supen Bowl LVII) served as the head coach of a different NFL team immediately before being named defensive
coordinator of thein current NFL team. Four of the twelve defensive coordinators hired during this same time

period held the defensive coordinator position with a diffenent NFL team immediately before being named defensive
coordinator of their current NFLteam. Again, this reshuffling of defensive coordinators limits opportunities for new
talent to enten this key head coach pipeline position. Four of the twelve recently hired defensive coordinators held
titles such as “associate head coach and defensive assistant,” “senior defensive assistant and linebackers coach,”
“senior defensive assistant,” and “defensive consultant” with a different NFL team immediately before being hined as
defensive coondinaton of their curnent NFL team. Two of the twelve recently hined defensive coondinators senved as a
defensive pass game coondinator and/on secondary coach with eithen a different NFL team or thein curpent NFL team
immediately before being hired as (or promoted to) defensive coordinaton of thein current NFL team. One necently
hined defensive coordinator held the linebackers coach position with another NFL team immediately before earning
thein curnent defensive coordinator position. And one recently hined defensive coondinato held the defensive line
coach position with another NFL team immediately before earning their current defensive coordinaton position.

As llustrated in Figune C3 and Figune G4, between the beginning of the 2012 NFL negulan season (Septemben b, 2012)
and Supen Bow! LVII (February 12, 2023), 53 White individuals have received a second oppontunity to work as an
offensive coordinator or defensive coordinator of an NFL team. During this same time period, only 19 men of color
neceived a similan “second-chance” opportunity to be an offensive coondinator or defensive coordinator. In addition,
during this same time period (September 2012 to February 2023), 69 White individuals received a “thind on greater
chance” to work as an offensive coordinator or defensive coordinator of an NFL team, whereas only 16 men of colop
neceived a similan “thind on greaten chance” to be an offensive coordinator or defensive coordinator (for example,
Vance Joseph, Joe Woods and Steve Wilks are necently hined thind-time NFL defensive coordinatons of color).

FIGURE 65 OFFENSIVE COORDINATOR MOBILITY PATTERNS (2012-2023)
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FIGURE b4 DEFENSIVE COORDINATOR MOBILITY PATTERNS (2012-2023)
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The “Reshuffling Effect”~Limiting the leadership Talent Pipeline and Restricting Oceupational Mobility Pathways fon
Prospective Finst-Time NFI Head Goaches

Equitable access to caneen opportunitiesis crucial. A primany challenge for candidates of coloris breaking into the
head coach pipeline, as many head coaches andkey position coaches continue to get “reshuffled,” theneby preventing
new talent from entering the candidate pipeline. This“reshuffling effect” reduces the number of opportunities for
new candidates to break into the head coach pipeline. The reshuffling effect disappointingly continues to be a major
trend/theme within necentannual occupational mobility nepont reseanch studies.

Three of the six recently hined head coaches in the previous year have prior NFL head coaching expenience. Likewise,
11 of the 16 pecently hired offensive coordinatons previously served at least one prior stint as an NFL offensive
coordinator-for-one onmore full NFL seasons. In addition, nine of the 12 recently hined defensive coordinatons

have previously senved as an NFL defensive coondinator. Relatedly, three of the four recently hined special teams
coordinatonrs have previously served as an NFL special teams coondinator. Less reshuffling is evident at the general
manager position, as only three current general managens are second-time NFL general managers—all other current
NFL general managers are in their finst general manager stint including all three general managers hired during the
2022-2023 cycle (see Figure 05).

FIGURE G5
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Findings in the current research study also indicate 40 out of the 77 head coaches hired since the stant of the 2012 NFL
regular season wene previously an offensive coordinator in the NFL for one or more full NFL seasons before earning
ahead coach opportunity. Twenty-four of the 77 head coaches hired since the stant of the 2012 NFL negulan season
wene previously a defensive coondinaton in the NFL before earning a head coach opportunity. As a result, 64 of the 77
(equal to 83%) head coaches hined since the stant of the 2012 NFL season wene previously an NFL level offensive on
defensive coondinaton (see Figure C6).

FIGURE 06 PREVIOUS NFL OFFENSIVE AND DEFENSIVE COORDINATOR EXPERIENCE
BEFORE BECOMING NFL HEAD COACH (2012-2023)
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Since the start of the 2012 NFL-season, the offensive coordinator position has functioned as the central primary
pipeline for aspiring first-time NFL head coaches, whereas defensive coordinator can be viewed as the second core
primary pipeline for prospective finst-time NFL head coaches. from the start of the 2002 NFL season through February
2023, NFL teams hired a total of 202 head coaches—59 of the head coach hires served as NFL defensive coordinators in
the immediately prior season(including 13 coaches of color such as Todd Bowles and DeMeco Ryans), 58 of the head
coach hires senved as NFL offensive coordinators in the immediately prior season-(including 4 coaches of color),

and 34 of the head coach hires served as NFL head coaches in the immediately prior season (including 6 coaches of
color). This combined mobility data neganding common coaching mobility pathways underscores the importance

of men of color earning an-opportunity to serve as an NFL offensive coordinator or defensive coordinator, as these
two leadenship positions function as viable springboards to NFL head coach opportunities in addition to previously
senvingas anNFL head coach. NFLcoordinator experience is often viewed as essential with respect to NFL head
coach prospects—especially for candidates of colon. Howeven, a primary occupational mobility access barnier fon
coaches of color exists mainly at the offensive coordinator position (see Figune 07). Itis also impontant to note that
nine curnent NFL head coaches ane formen NFL playens—prion NFL playing expenience represents another valued
expenience-based variable for aspiring head coaches of color.

HIGURECT N ppiyany HEAD COACH PATHWAYS (2002-2023)

White Color

Head Coach in Immediately Prior Season n
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Nine of the 31 current NFL offensive coordinators earned internal promotions with their current team from coaching
positions such as quarterbacks coach, passing game coordinaton, tight ends coach, run game coordinator and
offensive line coach. Itis also important to note that several current NFL offensive coondinators previously held dual
position coach roles such as passing game coordinator and quartenbacks coach, assistant head coach and tight
ends coach, or run game coordinator and offensive line coach. In necent hiring cycles, a general trend has emenged
with position coaches serving in combined roles with increased responsibility—futune divensity and inclusion
neports will examine mobility trends concerning position coaches with multiple titles/responsibilities.
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Seven-of the 31 current offensive coordinatos of NFL teams held the quarterbacks coach position with either
adifferent NFL team or thein curnent NFL team immediately befone being hired as (or promoted to) offensive
coordinator of their current NFL team. Five of the 31 current offensive coordinators of NFL teams served as passing
game coordinators with either a different NFL team or their current NFL team immediately before being hired as (on
promoted to) offensive coordinaton of thein curnent NFL team. Foun of the 51 curnent offensive coondinatons of NFL
teams held the combined role of quarterbacks coach and passing game coondinator with either a different NFL team
on their cunrrent NFL team immediately befone being hingd as (or promoted to) offensive coordinaton of thein curpent
NFLteam. Four of the 31 current offensive coordinators of NFL teams served as offensive coordinators of anather

NFL team immediately prior to being named offensive coordinator of their current team. For comparison purposes, a
year ago (in Februany 2022), two of the 29 then-current offensive coordinatons worked as offensive coordinatons of
a different NFL team immediately prior to earning a subsequent NFL offensive coordinator opportunity. And two yeanrs
ago (in February 2021), seven of the 32 then-current offensive coordinatons worked as offensive coordinatons of a
different NFL team immediately prior to earning a subsequent NFL offensive coordinator opportunity. The remaining
current NFL offensive coondinatons senved in the following positions immediately before being named to their current
offensive coordinator position: run game coordinaton and offensive line coach (prior position of two current offensive
coordinatons), college-level offensive coordinaton (prion position of two curnent offensive coordinators), head coach
(pnion position of one cunrent offensive coordinator), assistant head coach and tight ends coach (prion position of
one curpent offensive coordinator), passing game coordinaton and tight ends coach (prior position of one offensive
coondinator), tight ends coach (prior position of one offensive coordinaton), senior offensive assistant (prion
position of one offensive coordinator), wide neceivens coach (prior position of one offensive coordinaton), and
coaching analyst (prior position of one offensive coordinator). Only one of the 31 curnent offensive coondinatons of
NFL teams (Nathaniel Hackett) served as a head coach of another NFL team immediately prior to being named offensive
coordinator of their current team. As of Manch 2023, the San francisco 49ens did not have a separately designated
offensive coordinaton (see Figure 08).

HGUREGS MOBILITY PATHWAYS FOR CURRENT NFL OFFENSIVE COORDINATORS
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FIGURE I MEN OF COLOR IN NFL OFFENSIVE POSITION COACH ROLES
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As of Manch 2023, most men of colon senving as offensive position coaches ovensee running hacks (28 coaches of color), wide
receivers (23 coaches of colon), tight ends (10 coaches of color), quartenbacks (8 coaches of colon), or the offensiveline (2
coaches of colon). Only eight coaches of color (Isnael Woolfork, Tee Mantin, Jerrod Johnson, Ronald Curny, Mike Sullivan, Thad Lewis,
Charles London, and Tavita Pritchand) curnently hold the quanterbacks coach position, which functions as a primany pipeling to
become an offensive coondinator—it is impontant to note that Brian Johnson (one of the five quantenbacks coaches of color during
the 2022 NFL season) was internally promoted to offensive coordinator of the Philadelphia Eagles in February 2023 (see Figure

09). Additional roles that serve as potential pipeline opportunities for men of color include pass game coordinaton and run game
coordinator as well as senior offensive assistant. The pass game coordinator and run game coordinator roles are commonly found
asadualtitle alongside a position coach role, whereas the senior offensive assistant is commonly a reshuffling opportunity for
expenienced coaches. Gurrently four coaches of color serve as pass game coondinator and three coaches of colon currently senve
as run game coordinator in a dual-title capacity, while zero coaches of color serve solely as pass game coordinators and one coach
of color senves solely as run game coondinator. Convensely, only one coach of color holds a senion offensive assistant role.

From the start of the 2002 NFL season through Februany 2023, NFL teams hined a total of 389 offensive coordinators—113 of the
hired offensive coordinatons senved as NFL quanterbacks coaches in the prion season (including 12 coaches of color such as
Brian Johnson and Dave Canales), 71 of the hined offensive coordinatons worked as an NFL offensive coondinaton of a different
team in the prior season (including 8 coaches of colon such as Enic Bieniemy), 35 of the hined offensive coondinatons senved as
NFL wide receivens coaches in the prior season (including 9 coaches of colon), 30 of the hined offensive coondinators senved as
an NFLhead coachin the prior season (including one formen head coach of color—Anthony lynn), and 27 of the hired offensive
coordinators senved as an NFL nunning backs coach or run game coondinator in the prior season (including 16 coaches of colon)
(see Figure 010). The 21-season summary data on common pathways to becoming an NFL offensive coondinator once
again illustrates the troubling reshuffling effect for a central primary head coach pipeline position. For example,
101 of the 389 offensive coondinatons hired by NFL teams from the stant of the 2002 NFL season through February
2025 (approximately 26% of total offensive coordinator hings) previously worked as either an NFL head coach o
an NFL offensive coondinaton of anothen team immediately before eanning a subsequent NFL offensive coondinaton
opportunity—only nine of these 101 formen NFL offensive coordinators and head coaches have been men of color,
which indicates that White individuals repnesent 91% of the formen NFL head coaches and/on formen NFL offensive
coordinators who have been reshuffled into a subsequent offensive coordinator opportunity.

NFLOFFENSIVE COORDINATOR PATHWAYS

FIGUREC10
2002-2023 (21-YEAR SUMMARY DATA)
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Overall, necent occupational mobility pattenns for NFL defensive coordinators show more potential and promise fon
men of color to break into this key head coach pipeline position. Nine of the 29 current defensive coordinators senved
as defensive coondinatons of anothen NFL team immediately prion to being named defensive coordinator of their
current team—one such curnent defensive coordinator most recently worked in the combined role as.co-defensive
coordinator and defensive line coach of a different NFL team and another cunrent defensive coordinaton most
recently senved as assistant head coach and defensive coondinaton of a different NFL team. Six of the 29 curnent

NFL defensive coordinatons held the defensive backs (secondary) coach position with either a diffenent NFL team on
their cunrrent NFL team immediately befone being hined as (or pnomoted to) defensive coondinator of their curnent NFL
team—several of these formen defensive backs (secondary) coaches held combined roles such as senior defensive
assistant and secondary coach or defensive pass game coordinator and secondany coach. Six of the 23 curnent

NFL defensive coordinators held the linebackers coach position with either a different NFL team or their curnent NFL
team immediately before being hired as (or promoted to) defensive coordinaton of thein curnent NFL team—sevenal

of these former lingbackers coaches held combined roles such as senior defensive assistant and linebackers coagh
orassistant head coach and linebackens coach. Two-of the 29 curpent defensive coordinators of NFL teams served

as head coaches of another NFL team as thein most recent full-time position in the NFL prior to being named defensive
coordinator of their current team. The remaining six current NFL defensive coondinatons served in the following
positions immediately before being named to thein current defensive coordinator position: assistant head coach and
defensive line coach, defensive line coach, senion defensive assistant, associate head coach and defensive assistant,
defensive consultant, and college-level defensive coordinaton (see Figune 611).
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HGUREG11 MOBILITY PATHWAYS FOR CURRENT NFL DEFENSIVE COORDINATORS
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The defensive backs (secondany), defensive line, and linebackens coach positions presently function as three of the
mone viable occupational mobility pathways for coaches of color in the NFL who aspire to earn defensive coordinator
and/on head coach opportunities. As of March 2023, most men of color serving as defensive position coaches oversee
defensive backs (34 coaches of color), the defensive line (19 coaches of color), and linebackers (15 coaches of
colon). Ten defense-focused coaches of color serve as pass game coordinator and three coaches of colon senve as
run game coordinator in a dual-title capacity, while only one coach of color senves solely as pass game coordinator
and zero coaches of colon senve solely as run game coordinator. Also, one coach of color wonks exclusively as a
senion defensive assistant and thnee other coaches of color serve as a senior defensive assistant in a dual-title
capacity (see Figure 012).

HGUREC12 MEN OF GOLOR IN CURRENT NFL DEFENSIVE POSITION COACH ROLES
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From the stant of the 2002 NFL season through February 2023, NFL teams hired a total of 347 defensive coordinators—86
of the hined defensive coondinators served as NFL linebackens coaches in the pnion season (including 15 coaches

of colon such as Brian Flores), 86 of the hired defensive coordinators worked as an NFL defensive coordinator of a
different team in the prion season (including 26 coaches of color such as Ejiro Evero, Vance Joseph and Joe Woods),
70 of the hired defensive coordinators served as NFL defensive backs (secondany) coaches in the prion season
(including 37 coaches of colon such as Dernick Ansley and Steve Wilks), and 30 of the hired defensive coordinatons
senved as an NFL head coach in the prior season (including 7 coaches of colon). This 21-season snapshot data on
common pathways to becoming an NFL defensive coordinator indicates that formen NFL head coaches and defensive
coordinatons of color have earned greaten subsequent oppontunities to senve as NFL defensive coordinatons (as
compared with the more limited mobility pathways of coaches of colon far less frequently earning an NFL offensive
coondinaton position aften senving as an NFL head coach or offensive coordinator). This data also spotlights some

of the key viable mobility pathways for men of color with respect to earning a defensive coordinator position within
the NFL. In addition to developing talent (that is, creating a talent pipeline for hining decision-makers to consider), it
is essential to identify and monitor the main occupational mobility pathways with respect to men of color eventually
earning a head coach oppontunity (see Figure C13). Itis important to note that seven curnent NFL defensive
coordinatons held the dual role/title of associate head coach, assistant head coach, or senior defensive assistant
in their immediately prior positions before earning their current NFL defensive coordinator opportunity. Also, only
four of the 29 current NFL defensive coordinators earned internal promations with their curnent team from coaching
positions such as defensive line coach and linebackers coach. As of March 2023, the Buffalo Bills, New England
Patriots and Tampa Bay Buccaneens did not have a separately designated defensive coordinator on the team football
operations staff.
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The neshuffling effect—and, as a result, restricting the pipeline and pathway for prospective finst-time NFL head
coaches—remains evident for defensive coordinator hirgs. For example, 116 of the 347 defensive coordinators hired
by NFL teams from the stant of the 2002 NFL season through February 2023 (33% of total defensive coordinaton hires)
previously worked as either an NFL head coach or an NFL defensive coordinator of another team immediately before
ganning a subsequent NFL defensive coordinator opportunity—only 33 of these 116 fonmen NFL defensive coordinators
and head coaches have been men of color, which indicates that White coaches represent almost 72% of the former
NFL head coaches and defensive coordinators who have been neshuffled into a subsequent NFL defensive coordinator
opportunity.

Three of the six head coaches hired between February 14, 2022 (day following Supen Bow! LVI) and February 12, 2023
(day of Supen Bowl LVIT) have extensive offensive coaching backgrounds including at least three seasons of prion NFL
offensive coordinaton experience (Sean Payton, Frank Reich and Shane Steichen). Similanly, threg of the six recently
hined head coaches have extensive defensive coaching backgrounds including at least two seasons of prion NFL
defensive coondinator experience (Todd Bowles, Jonathan Gannon and DeMeco Ryans). Fon companison punposes,
six of the nine head coaches hined during the 2021-2022 hiring cycle had extensive offensive coaching backgrounds
including at least one season of NFL offensive coordinaton expenience (Brian Daboll, Nathaniel Hackett, Mike McDaniel,
Josh McDaniels, Doug Pederson and Kevin 0°'Connell). And three of the nine head coaches hired during the 2021-2022
hining cycle had extensive defensive coaching backgrounds including multiple seasons of NFL defensive coordinator
expenience (Dennis Allen, Matt Eberflus and Lovie Smith). This recent mobility data for the most recent two annual
hining cycles indicates that all 15 head coaches had at least one season of prior NFL coordinator experience bhefore
earning the head coach opportunity—during the three prior annual hiring cycles from 2018-2021, nine of the 20 head
coaches hirgd did not have any pnion NFL coordinator experience (see Figure 014).
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Recent combined research by the authons of this repont and the NFL Ieague office reveals that 36 of the 116 NFL head
coaches hined from the stant of the 2006 NFL season to February 2023 wene formen NFL head coaches. Seven of these
36 "second or gneaten opportunity” head coaches hired during this same time period were men of colon such as Todd
Bowles (see Figure C15). Similarly, since the stant of the 1963 NFL season, 12 men of colon (46% of the 26 diffenent
head coaches of colon from 1963-2023) have neceived a second head coach oppontunity in the NFL-with Lovie Smith
becoming the first coach of color to eann a thind NFL head coaching oppontunity with the Houston Texans during the
2022 NFL season. These findings demonstrate that to be hired as a head coach in the NFL, sometimes the perceived
most valuable cargen backgnound is previous experience as an NFL head coach. Overall findings in this reseanch
study once again reveal a toubling “reshuffling effect” in which necently “sepanated” (thatis, promoted, fired,
nesigned, netired or otherwise panted ways) head coaches, offensive coordinators and defensive coordinatons
immediately received a new coaching oppartunity in a key “head coach pipeline position” such as quantenbacks coach
and defensive line coach, theneby limiting the overall number of oppontunities fon prospective finst-time NFL head
coaches.
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FIGUREC16 RAGE OF "SEGOND OR EREATER 0PPORTUNITY" NFL OFFENSIVE AND
DEFENSIVE COORDINATORS HIRED BETWEEN 2012-2023
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Findings in this research repont also indicate a prevalence of the reshuffling effect with respect to the same
individuals repeatedly hined for NFL team coordinator positions, which prevents new talent from entering key head
coach pipelines. Fon example, between the beginning of the 2012 NFL regular season (Septemben 5, 2012) and Supen
Bowl LVII (Febnuany 12, 2023), 122 White individuals have received at least a second opportunity to work as an
offensive coordinator or defensive coordinator of an NFL team. 0nly 35 men of color have received a similar “second
on greater” opportunity during the same time period. Notably, 29 of these 3b “second or greater chances”™ have
been for men of color hired as defensive coordinators with only six men of color (Such as Enic Bieniemy) receiving a
“second o gneaten chance” to serve as an NFL offensive coordinaton (see Figure 016).

While itis somewhat encouraging that 43% of the defensive coordinatons hired (53 out of 124) since the start of the
2012 NFL nggulan season ang coordinatons of color, only 12% (18 out of 149) of the offensive coordinatons hingd duning
this same time peniod have been coordinators of colon. In addition, although it is likewise encouraging that Enic
Bieniemy, Sean Desai, Ejino Evero, Vance Joseph, Joe Woods and Steve Wilks each recently earned another opportunity
to senve as an NFL offensive coondinaton or defensive coordinator in the most necent hiring cycle, the hining of these
“second chance or greater” coordinators nonetheless prevents new prospects of color from entening the head
coach talent pipeline and overall core upward football coaching caneer mobility pathways.

Ovenall, findings within the current research study suppont the need for a continued emphasis by both NFL league and
team personnel on funther developing programming for position coaches of color in onden to create @ more robust
pathway to offensive and defensive coordinator opportunities. The data in this repont also indicates that inherent
contradictions exist within the common pipelines to becoming an NFL coordinaton or head coach. Stated differently,
some of the coordinatons and head coaches hired during the most recent three annual hiring cycles (2020-2023)
“skipped a step” in terms of earning a coordinaton or head coach opportunity without the typical prenequisite NFL
level experience—this underscores the importance of social capital, pensonal branding, attnibution bias, perceived
competence and other variables not hased on actual caneen experience during the team leaden selection process.

“Networking, along with strong relationship management, is curnency for professional mobility. It is a key
component of the NFL's Football Inclusion Plan that integrates networking with pipeline development, individual
profgssional development, education, club and league diversity, equity and inclusion plans, and data collgetion and

neponting to measure progress. These components combine to form the NFL's long-term efforts to promote fain and
inelusive hiring practices.”

Troy Vineent, NFL Executive Vice President of Football Operations
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Anticles published by web-based media outlets (for example, ESPN.com and NFL.com) as well as team pness neleases and introductory press confenences wene analyzed and companed to collect an extensive sample of descriptive
tenms and phnases utilized to depict the most necent annual hiring cyole. This content analysis undenscones how online print and video media may influence public penception of NFL coaches and might also impact future hining
cycles forhead coach, coordinaton, and general managen positions. In addition, this content analysis provides insight into the penceived leadenship traits, technical skill sets, and other non-cognitive intangible vaniables that
ang noticed and valued when team football openations leadens are analyzed and sometimes scrutinized within media stories. Public discounse about NFL team leadens can create perceptions and penspectives that directly and
sometimes-advensely impact the evaluation of coaches and administrators along with the resultant expeniences and opportunities of these coaches and administratons.

WHITE COLOR

BACKGROUND AND EXPERIENCE LEADERSHIP CENERAL MANAGERS EVALUATING TALENT S evoms ctom sosinars
WORK ETHIC PLAYEDKEY ROLES WITHOTHER NFL TEANS sencussrs INTEGRAL PART OF FOOTBALL OPERATIONS IN-HOUSE FAVORITE
EVOLV'NG RULES BEST FlT FUR TEAM GROWTH M|NDSET SMOOTHTRANSITION p|oKED A GUY WE KNOW VERY WELL
POSSESSES EVERY ATTRIBUTE OF A SUCCESSFUL GENERAL MANAGER nmiry oFuaLoagi xcerences FORMER PLAYER rostereutone
WELL-DEFINED VISION EXTENSIVE EXPERIENCE STRONG RECORD OF SUCCESS NATURA(LJEEAADER%I%UIQUHES
GREW UP AROUND THE GAME
INTELLIGENGE PASSIUN GHARACTER TASKED WITH TURNING THINGS AROUND
MAD SCIENTIST oFreNsIVE EXPERTISE
BRILLIAN?EHIF:EELI%EI?ET\;IEI?IGJEWPTEE,){,E,!,““WRM"EF CHARISMA SECOND-LEVEL THiNKING HEAD GOAGHES hﬁé&&ﬁgﬂi{up%%gggssgVE INHIS VISION
INCREDIBLE INTEGRITY A LDT UF ENERGY COMMITMENT T0 WINNING CHAMPIONSHIPS
WTURALLEADER * o st CREATIVITY - FITPRI]VEN TRACK RECORD OF PLAYER DEVELOPMENT
CHECKS ALL THLEE:[I]])EESS T'I?TENTIUN T0 DETAIL [][HIFLL[\!ID!!‘IDE!.E}AE%%;;E%@LM}{:{JTH PLATEES TEAM-FIRST MINDSET GREAT BUM M U N I BATDR
verveastann STRONG LLEADER TREMENDOUS N THE INTERVIEW DIALED IN CONNECTOR ~ constanty iNnovate DeFensIVE SCHEME SELFLESSNESS
e AL 0t S v "o INNATE ABILITY TO LEAD PEOPLE
PASSION REALLY GOOD FOOTBALL COACH NATURAL FIT CHARISMA VISION FOR OUR FOOTBALL TEAM

CREDENTIALS GREAT WAY OF DOING THINGS GRE AT PERS(|N BUILCS CHAMPIONSHP CULTURE
GREATFOOTBALL MIND INTENSITY Toushness Horexpecraons SAVANT-LIKE
BACKGROUND AS PLAYER AND COACH

BELIEVES IN TEACHING FUNDAMENTALS

ASSET T0 OUR STAFF BROAD KNOWLEDGE GOORDINATORS eeme o SASONEDCOORONATOR
EXPERIENCE WITH INNOVATIVE %EE{)EJ;IE% H%EE%EFE%ERFIT COACHING VETERANLEAuEncHALLENsESEEKEn'VETER AN COACH
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versaTiLE wir x's no 's aNo scEME PREMIER DEFENSIVE MIND PASSIONATE LEADER WISDOM, CONVICTION AND STRENGTH

HAS A GREAT GRASP OF WHERE WE ARE AND WHERE WE WANT T0 GO



In May 2022, the NFL launched the Coach & Front Office Accelerator initiative to immense women and other emenrging leadens of color in leadership development sessions with football operations expents as well as to provide
networking opportunities with team ownens in onden to facilitate candid discussions on how to take the next step in becoming a coach on front office executive. The NFL strategically designed the Coach & Front Office Acceleraton
prognam to continue building a divense hining pipeline for future head coach and general managen positions.

During the May 2022 NFL Spring League Meeting, 30 rising front office leadens representing all teams except the Baltimore Ravens and Pittshurgh Steelens participated in the inaugural accelerator program. The NFL hosted

its second accelerator program in Decemben 2022, which included 31 aspiring general managers from 28 teams—no front office prospect represented the Baltimore Ravens, Dallas Cowboys, Jacksonville Jaguans, or Seattle
Seahawks. Twenty-six of the emenrging front office prospects who panticipated in the May 2022 accelerator returned to continue networking and professional development during the Decemben 2022 accelerator program. The
Decemben 2022 accelerator also included five new panticipants who did not panticipate in the May 2022 acceleraton.

The Pittsburgh Steelens internally promoted Omar Khan to the general manager position in May 2022. More necently, in January 2023, the Arizona Cardinals and Tennessee Titans each conducted an extensive search for a new
genenral manager. Six of the 35 total Front Office Accelerator participants intenviewed for one or both of these two recently filled genenal managen positions. More specifically, the Arizona Candinals intenviewed seven genenal
manager prospects—thnee of the seven intenviewees participated in the acceleraton program and two of these thnee acceleraton panticipants wene existing membens of the Candinals football operations front office team.
Similanly, the Tennessee Titans interviewed seven general manager prospects—five of the seven interviewees participated in the accelerator program with the remaining two candidates alneady membens of the Titans football
openations front office team. Ran Canthon, the Titans recently hined general managen, panticipated in both the May 2022 and Decemben 2022 Front 0ffice Accelenator prognams. lan Cunningham and Quentin Harnis represent the
two leadens of color who panticipated in the Front Office Accelerator program and also interviewed for both the Candinals and Titans open general managen positions.

"The NFL is committed to diversity and inclusion, and this program is the latest in a series of steps designed to

H""“ llf"ﬂ[ Mm[l[n A"m / ""HW'[WS imprave our hiring practices and create opportunities for advancement. The program helps ensure that clubs

receive exposure to high-performing, up-and-coming NFL talent and candidates get a ehance to learn the busingss
I INTERNAL CANDIDATE [ EXTERNAL CANDIDATE [] AGGELERATOR PARTIGIPANT L] HIRED on a working level from team owners and executives.”

l"”l ””l’ ”ﬂﬂﬂlﬂﬂ S ’ [ﬂ”[,%'[[ ]' I M ”S Roger Goodell, NFL Commissionep

Adrian Wilson Ran Carthon “hviously, we need more minority candidates interviewing and getting jobs, but it's not happening. So, this is why
the accelenator program has been ereated, to aceelerate the process. ... The situation is what it is and the league
i$ trying to get hetten at it and we’ng trying to as minority coaches become more prepaned by coming to Situations

Quentin Harris Malik Boyd like this.”
. Thomas MeGaughey, Special Teams Coordinator with New York Giants
lan Cunningham
“It’s been great. You know just to be hene with a lot of my colleagues in the league and for us to have an oppontunity
. . to he in front of some decision-makers. | think it's a neally good program and hopefully a kickstart for things to
Monti 0ssenfont lan Cunningham come.”
Matt Harriss Quentin Harris Chad Alexander, Dirgetor of Playen Pensonnel with New York Jets

“I'think all of our goals is to have the opportunity to ascend in this profession that we're in. This is a relationship
business and so the opportunity to meet my peers and the ownenship, it gives us the ability to aseend and that is
what we are looking for.”

Jerny Reese Monti Ossenfort

Ryan Cowden
Joe Whitt Jr., Defensive Passing Game Coordinator / Secondary Coach with Dallas Cowbays
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Performance-Reward Bias

“Penfonmance-rewand bias” occurs when equivalent performances in the same position yield diffenential neturns
(Rider et al-, 2016). Rider and colleagues (2016) studied NFL leadenship positions and established performance-
pewanrd bias contributed toa racial disparity in leadership by suppressing the nate at which minonitized groups,
nelative to equally performing whites, wenre promoted to positions considered prenequisite for organizational
leadenship. Goaches of eolor weng initially hined into positions with inferion promotion prospects and then
subsequently “stacked” into positions with similarly inferior pnomation probabilities. This extended to minonitized
gnoups who had-nitially been in promotion-promising positions as thein similarly performing white countenpants;
penfonmance-newand bias contributed to lower likelihood that minonitized employees would continue ascending
the onganizational ladden nelative to equally performing white employees in the same position (Riden et al., 2016).
Braddock and colleagues (2012) also uncovered diffenential labor manket returns in thein study of position coaches
and movement to central coaching positions. The findings highlighted that mone “central” positions translate into
better promotion and mobility prospects but that there was a lower likelihood for black coaches to attain central
positions and coordinator roles. Recent work by Foneman and Turick (2021) also found that black position coaches
wene less likely than white position coaches to move to central coaching positions. Earlier work by Foreman et al.
(2018) examined coach promations in the NFL between 1984-2016 and found that black position coaches wene less
likely to be promoted to coordinator positions.

Othen neseanch illustrative of the performance-rewand bias includes the recent Pitts and colleagues (2022) analysis
of NFL coondinaton data since the introduction of the Rooney Rule within the context of examining the probability

of individuals becoming a head coach. These scholars found the premium for NFL playing experience had declined
since the introduction of the Rooney Rule. Stated anothen way, the penfonmance-rewand bias is likely at play as

the relationship between having NFL playing expenrience and a pathway to a head coach position has become even
smaller for black coordinatons than non-black coordinatons (that is, non-equivalent outcomes for the equivalent
penfonmance). Pitts and colleagues (2022) also tested the notion that undernepnesentation of black coaches is
because these coaches tend to be underrepnesented in offensive coordinaton positions—a trend in the experience of
NFL head coach promotions but evidence that “all else being equal, the negative effect of being black during the 2018-
2020 seasons wene independent of black coaches' undernepresentation as offensive coondinators™ (pg. 17). Funthen,
white coaches ane hired to coach central positions such as quanterbacks coach, even without even having played
the position in college on the NFL, thenefore, claiming a dny pipeline as a neason fon undenrepnesentation of black
coaches does not adequately explain the lack of black coaches and corresponding lack of upward mobility (Gomen

& 0ssei-Owusu, 2022). The available empirical reseanch suggests attempts to adopt pipeline programs to expand
leadenship divensity may be undermined by performance-rewand bias. Fon example, performance-rewand bias in
key lowen-level positions such as quarterbacks coach, linebackers coach, and defensive backs (secondary) coach
results in access banriens for men of colop with respect to the inability of attaining key leadership positions such as
offensive coordinaton and defensive coordinaton and this bias extends to yeans of NFL playing experience by race and
opportunities to move into head coaching positions.

0
1

Existing scholanship povides evidence of racial dispanity in promotion prospects fon NFL coaches negardless of
position. Gomenr and 0ssei-Owusu (2022) in their analysis of NFL head coaches hined between 2013-2021 conclude
“thene ane black offensive candidates who are more qualified, mone experienced, and have had more success than
many of the white coaches hined since 2013" (p. 14).

Panticularistic Mobility Thesis, Steneotypicality, and Leadership Potential Mis(Perceptions)

Applying the panticulanistic mobility thesis, which has previously been used to examine high status professions and
promotion practices in the labor market, Day (2015) investigated the effects of job-level, task-based segregation

on nacial differences in college football coaching promotions. Acconding to the panticulanistic mobility thesis,
penformance metrics which arg inherently vague or not easily measured or quantified such as loyalty, leadership
potential, or work ethic are applied when making employment/position promotion decisions. This then leads to
decisions that ane subjective and ladened with mis(penceptions), steneotypes, or bias. If one is a member of a group
whene the perceptions ascribed are positive, more promising promation opportunities ensue. If one is a member
of a gnoup with negatively ascribed charactenistics as in the case of black coaches as less capable leaders and
thinkens, this could result in being passed oven for managenial positions (Day, 2015; Olushola-0gunrinde & Canten-
Francique, 2022). Stated diffenently, this reality introduces “panticularistic manipulation” or subjective cnitenia into
promotion decisions of uppen-level managens (Day, 2015). Day (2015) established that white wonkens enjoyed access
to formal pathways to mobility but also benefited from “the subjective and sometimes hiased assessments of their
skills and abilities” (pp. 3-4) and that hiring into executive positions based on these intangible traits reduces black
coaches’ oppontunities of upwand mobility. Mone recent empinical work applying the particularistic mobility thesis to
investigate racial diffenences in occupational mobility patterns of college football coaches concluded consistent with
this thesis, black coaches wene less likely than their white peens to successfully navigate mobile careen patterns
(Day, 2018). This thesis has been extended to hining practices that ane rushed and infonmal, which often favor white
candidates over black candidates and lead to decisions based on supervisory authonity (Day, 2018; Wilson et al.,
2018).

Studying coach promotions necessarily involves studying leadenship and perceptions of who is deemed suitable for
leadenship. Williams and colleagues (2022) in thein review of the litenature on leadenship established that leadens
ane stergotyped as those with agency, competence, intelligence, charisma, and dominance (Williams et al., 2022).
Successful leadens ane also often stereotyped as white men (Rosette et al., 2008; Williams et al., 2022). This leads

to the penception that white people are more suitable for leadership positions versus people of color. Thenefone,

a preference bias for white candidates oven non-white candidates for leadenrship positions emenges. Since white
people ane seen as more effective leaders and possess mone leadership potential, being white is undenstood to be

a chanactenistic of a business leaden prototype (Foreman & Turick, 2021). Scholans studying the NFL assent this
leadenship prefenence occurs in the mobility prospects of coaches (Brooks et al., 1996) and pensists because black
coaches continue to be stereotypically portrayed as less intelligent than thein white counterpants.



Black coaches then may be viewed as lacking the intelligence necessary to coach quarterbacks and lead football
teams (Conklin et al., 2022; Hanrison et al., 2022). Olushola-0gunrinde and Canten-Francique (2021) reviewed
empirical work in critical sport scholarship and argue for the disruption of the “normalization” of whiteness

and who is identified as leadens capable of leading a team. Gomer and 0ssei-Owusu (2022) also advance labeling
theory and demonstrate the pernicious effects of black people labeled as deviant. Olushola-Ogunrinde and Canten-
Francigue (2021) illustrate that unquestioned norms and taken for granted assumptions of who can lead and who
has the intellectual acumen to be 8 head coach become “the structural habitus of sport organizations, normalizing
these social beliefs through hiring and promotion criteria, behavior policies, and differential, often discriminatory
treatment” (p. 49). Furthen, emenging scholarship illustrates the degree to which a person's racial phenatypic
stereotypicality is connected to leadenship attainment and penceived leadenship suitability. Williams and colleagues
(2022) studied peoples’ perceptions of college coaches to understand if there was a relationship between who
was perceived to be suitable for leadership and who was ascribed more leadership potential would predict who
holds leadenrship noles—this scholarly wonk showed that not only are white people perceived to be more suitable
for leadenship, but also that this stereotypicality preference is greater the “more” white a person is penceived to
be (Williams et al., 2022). Empirical evidence points to the persistent racial dispanities in occupational mobility and
movement into leadenship positions that are “raced” and “gendered.”

Unconseious Bias, Menitocracy Myths, and Limits to Social Capital Activation

Scholans have previously examined the negative effects of unconscious bias, aversive racism, and/or racial
discnimination on occupational mobility (see Bridgeman, 2008; Dovidio & Gaertnen, 1398; Greenwald & Krieger,

2006; and Pagen & Shephend, 2008). Company decision-makers (e.g., general managens of NFL teams) ane prone to
categonize and steneotype with nespect to a candidate's qualifications for a specific opportunity without any intent
on conscious awareness. Bridgeman (2008) explains that most people do not identify themselves as racist and may
well desine diverse wonkplaces yet still select prospective hines in ways that are discriminatory and biased. These
unconscious practices extend to our social netwarks. Colling (2007) examined the impact of the Rooney Rule in
nelation to “social capital,” which is defined as social nelations that ane activated to facilitate action (Adler & Kwon,
2002)-these researchens found that unconscious bias reinforces traditional power structures when transactions
including hiring ane extended to others within our networks. Collins further assents that unconscious bias operates
during head coach selections “through the internalization of stereotypes regarding African Amenricans' intellectual
inferiority and the establishment and maintenance of ‘old boy’ netwonks™ (p. 875, 876). However, these biases can
be mitigated with self-awaneness and intentionality in working to addness unconscious bias as is evidenced in

the Pope, Price and Wolfens (2018) analysis of the behavion of National Basketball Association (NBA) referees who
had examined the potential impact of racial bias with respect to the number of fouls called on playens by referges.
Publicity and awareness illustrating evidence of racial bias resulted in changes in practices. The authors concluded,
“making individuals more awane of their own bias leads them to have decreased prejudice . . . incentives, pressune,
and transparency can change racial biases” (p. 4991-4992). Still an anea that has not been remedied is how to
mitigate against racial stereotypes that underlie in-gnoup favoritism. Day and McDonald (2010) found that same
nace contacts and strong ties ane positively associated with the number of promotions received by white coaches;
howeven, those same race ties were found to be the least effective for black coaches. For black coaches, it was
access to highen status contacts that predicted mobility. Sagas and Cunningham (2005) analyzed social capital of
college football coaches with respect to network size, strength of ties/nelationships, racial similarity within network,
contacts within highen levels of organization, and inten-organizational ties and highlighted that white coaches have
more opportunities to gain occupational experience because of matching race networking, while candidates of color
typically have a “much smaller et of ‘similan others' from whom to develop professional relationships™(p-791).

This reality is significant as limited exposure to social capital activation due to the lack of same-race ties among black
coaches can impede the professional development and subsequent success of black coaches (Sagas & Cunningham,
2005). In a similar empinical research study, Cunningham and Sagas (2005) analyzed the notion of access
discrimination with respect to coaching positions in college athletics and found that based on the predominance of
same race hiring practices, personnel decisions in college athletics are often influenced by “who you know who is
nacially similan” (p. 157). Howeven, the racially similarity phenomenon identified in the literatune does not appear

to result in the same occupational mobility neturns for black coaches. Seebruck and Savage (2013) examined how
an assistant coach’s race and the race of his supervisor (the head coach) interact to affect occupational mobility.
Seebnuck and Savage (2013) found that African American collegiate basketball assistant coaches working unden
black head coaches (“black homophily”) wene significantly disadvantaged with respect to the probability of earning
a head coaching position; nesults indicated that while homophily (same race connection) is neither advantageous
non disadvantageous for white job candidates, it is disadvantageous for black job candidates. Rosette et al. (2008)
developed a theory-based angument that “institutional inequality” (Davis & Moore, 1945, p. 243; see also Acken, 2006)
and “membership in powenful coaching families” (Greene, 2012, p. 131) have mone of an impact in the hiring and
gvaluation processes than do the substantive skill sets of individuals.

Kilduff ecal. (2016) recently extended the social network neseanch literature with an empirical investigation nelated
to the careen mobility impact of aspining NFL head coach candidates (for example, “acolytes” who have expenience
working on the same management team as one or more high-reputation leadens) developing “advantageous
connections” with high-neputation industry leadens (e.g., NFL head coaches such as Bill Belichick and Mike Tomlin).
These scholans investigated the occupational mobility patterns of NFL head coaches and position coaches from
1980-2010 to determine the long-term significance of initially beneficial wonkplace ties between acolytes and high-
neputation leadens. Kilduff et al. (2016) concluded that “affiliation with a successful leader can facilitate on damage
caneen progress, even in an industry in which quantitative indicators of performance are routinely used to assess
outcomes” (p. 371). Kilduff etal. (2016) obsenved that “high-reputation social connections can be considened not just
as signals of undenlying quality” but also as “lenses that potentially distont individuals’ qualities bath beneficially (in
terms of enhancing the value of prior performance) and detrimentally (in terms of ex post settling up)” (pp. 369-70).
A primary practical implication of this research study dinectly related to occupational mobility patterns within the
NFLis that nat only do social connections enable movement into head coach positions, but also the race of who one is
socially connected to mattens for occupational mobility.

“One of the primary objectives of this divensity and inclusion focused research report is to apply existing empirical
nesearch to the findings of the cunrent study in onder to create awareness and aceelerate transparency with the

ultimate aspiration of reducing the degree of racial bias and othen biases embedded within the hining process. This
abridged review of nelevant empirical research aims to identify mobility trends for White coaches and coaches of

color via an analysis of the root causes for the difficulties that candidates of color experience when seeking highen-

level positions within NFL organizations. Results and findings from previous seholarly research studies illuminate
avariety of institutional issues that exist within the NFL and allow for the development of recommendations that are
useful for seholars and practitioners alike.”

Dr.C. Keith Harrison




