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The person specification should detail what the applicant must have and
what would be ‘nice to have’. Remember here that while knowledge can
be relatively easy to acquire and skills can be learnt, aftitudes and mindset
are hard to change. An example job and person specification are provided
in the following panels.

Job Specification

The Underwater Bog Hockey Association is wishing to extend its coach
developer (CD) team and select three new people to help deliver the Level
1 coaching award predominantly in the Hart Province. Successful applicants
would need to:

observe an L1 course

undergo a 3-day training programme

co-deliver alongside a more experienced CD

complete a portfolio and be assessed as competent on an L1 course

commit to working a minimum of 6 days per annum

accept a daily payment + expenses of £150.

Personal Specification

Applicants are expected 1o:
exhibit a growth mindset, a genuine belief that through commitment and
purposeful practise, people can learn to do anything
show a passion for and a belief in the power of coaching and a
desire 1o help coaches become the best they can be
demonstrate a willingness to engage in honest self-reflection and a
hunger for personal growth and development
have an exemplary coaching background and experience of
coaching recreational participants
model best practice in coaching methodology (how-to-coach skills)
demonstrate excellent interpersonal skills and preferably experience of
teaching groups of adulf learners
be up to date with contemporary bog hockey techniques and tactics
(help is available if necessary).

Ideally, applicants will also have:

* experience of working with coaches

* set up learning opportunities and facilitated the learning of adults
* excellent questioning, listening, review and feedback skills.

Applicants should send a lefter detailing their knowledge, skills, experience
and philosophy to xxxx.




Quick guide to coach developer
systems

Coach developer work should not exist in a vacuum; it needs to be an
infegral part of the organisation’s coaching system and a central fenet of
its coaching strategy. The quality of coaching is dependent on the quality of
the coaching system and strategy.

A coaching system is defined as "the structures and delivery mechanisms
in any given sport or nation to support coaches and the development of
coaching’ (ICCE 2013: 53). An element of this must focus on the selection,
fraining and growth of coach developers.

Although a mulfi-levelled long-term coach developer pathway has been
identified (below), it is recognised that many countries and organisations
will not require such a sophisticated system, either straight away or even in
the long term.The complexity of the system will be dependent largely on
the number of coaches actively deployed in various contexts (eg talent,
recreational, children and beginner) and aft differing levels of experience
(ie master, senior and coach levels).

‘ NATIONAL
TRAINER

MASTER COACH MASTER COACH

DEVELOPER

SENIOR COACH SENIOR COACH
. DEVELOPER
COACH
DEVELOPER

Figure: Different pathways to suit organisation’s needs
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Strategic plan

The strategic plan should be based on the audit and you may readily assess
where your organisation lies on the continuum in the diagram below and
explained on the next page.

Characteristics of unstructured systems: guidance for novice coaches
is provided in an episodic and haphazard way, largely ‘on the job’, by
a more experienced coach or possibly a named coach acting as an
untrained coach developer. The need for more and better coaches may
make the system an ‘emerging’ system.
Characteristics of emerging systems: the need for more coaches and
recognition that the capabilities of a coach developer are different from
those of coach, leads to dedicated coach developers and the desire to
provide some training for them. More experienced coach developers are
assigned the role of fraining and supporting new coach developers.
More formal programmes of coach education are now available not just
for the novice coach but for the ongoing development of coaches.
Characteristics of mature systems: there are now dedicated senior
coach developers and coach developers, specialists who deliver coach
developer training; there is a comprehensive system of initial and
ongoing coach education for all levels of coach in all contexts.
Characteristics of highly evolved systems: a three-fier system of
coach developers and a trainer responsible for coach developer
fraining; a very comprehensive system of formal and informal coach
education at all levels across all contexts. ’
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Figure: System development continuum

The strategic plan may include some or all of the following and some
example questions are offered in the following panel:

Audit of the current system

Identification of potential coach developers against selection criteria
Initial training of coach developers, field support and assessment
Further training for coach developers

Selection and training of senior and/or master coach developers
Monitoring and quality assurance: of coach developers, learning
programmes and the coaching system.
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ELEMENT
AUDIT
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COACH
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TRAINING
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TRAINING AND
SUPPORT

SELECTION AND
TRAINING OF
SENIOR AND

MASTER COACH
DEVELOPERS
(if required)

MONITOR AND
QUALITY ASSURE
THE SYSTEM

SAMPLE QUESTIONS

What coaches do you have?

What do you need in ferms of coach education?

What coach developers you have?

What are their capabilities and what do they need?

What and where do you need more coach developers?
What provision is there for ongoing development of existing
coach developers?

Who?

How many?

Where and when will they be deployed?
What will they deliver and to whom?

How often can they deliver coach education?

What is the content?

What capabilities do they have and need?
Who will deliver it?

What is the format?

When and how will they be assessed?

What already exists?

What is requested by coach developers?

What would improve your coach developers (what do they need)?
How can you make it readily accessible?

How can you make it attractive and effective?

Do you have a range of experience within your coach developer
workforce?

Who delivers the initial fraining for new coach developers?

How and by whom are new coach developers supported when they
start delivering?

How well do the capabilities of your ‘senior’ and ‘master’ coach
developers match the required capabilities?

How do you currently monitor the system?

How effective are your coach developers (senior/master)?

How effective is initial coach developer training?

How effective is your ongoing professional development provision?

Elements of the strategic plan focused on coach developer work might

include the:

* number of active coach developers delivering coach education
services across different coaching levels and domains (and at coach
developer, senior coach developer and master coach developer levels,
if appropriate) compared with the number of coach developers
required to deliver the desired coach education services across
coaching levels, domains and geographical regions. This will, for example,
identify the need to select and train new coach developers and/or to
identify and train senior or master coach developers.

o effectiveness of the current coach developer workforce to deliver
quality coach education services across coaching levels, domains and
geographical regions. This, for example, will identify the need for possible
changes to the initial tfraining of coach developers and/or further
learning opportunities (mediated or unmediated, formal, non-formal
and/or informal) for existing coach developers at whatever level.
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GLOSSARY

Blended learning is a formal education programme containing a range of
different delivery methods of which at least one is non-mediated informal
learning over which the person has control over time, place, path or pace.

Capability refers to the ability to perform or achieve certain actions or
outcomes to a defined standard.

Directive approach is where the predominant methodology is instructional
presentations, in which knowledge fransfer is high, application often limited
and where learners are largely passive and relinquish responsibility for
learning.

Coach developers are ‘frained to develop, support and challenge
coaches to go on honing and improving their knowledge and skills in order
to provide positive and effective sport experiences for all participants’
(Crisfield and Brook, 2012: 2). Coach developers include all those who
have undergone training to fulfil one or more of the following roles: coach
educators, learning facilitators, presenters, mentors and assessors.

Coaching is defined as ‘the guided improvement of sports participants in a
single sport at identifiable stages of participant development’ (ICCE et al.,
2013: 14).

Coaching system refers to ‘the structures and delivery mechanisms in
any given sport or nation to support coaches and the development of
coaching’ (ICCE et al., 2013: 53).

Competence standards specify how people should perform a job or work
role in a structured way that enables objective assessment to be made.

Facilitative approach is where learners are highly involved in their own
learning and where problem solving, application and practice are central.

Formal learning ‘takes place in an institutionalised, chronologically graded
and hierarchically structured educational system’ (Combs and Ahmed,
1974: 8) where content, format and timing are imposed.

Functions of a coach developer include facilitator, assessor, programme
designer, mentor, leader and ongoing learner.
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Incidental learning is unplanned and haphazard learning that can be very
powerful.

Innovation Group of Leading Agencies (IGLA) is a ferm used by the ICCE
to refer to groups of experts from a number of different countries who share
their experiences and their challenges in order to produce good practice
guidelines to help countries, sports organisations, infernational federations
and educational institutions to establish effective systems.

Long-term coach development (LTCD) pathway provides a progression
for coaches to extend their coaching skills from that of a coaching assistant
to a coach, senior coach to master coach and/or to extend the context
in which they operate (eg parficipation with child, adolescent and adult
contexts and performance with emerging, performance and elite contexts).

Mediated learning situations refer to ‘learning that is aided directly by
another person or through the use of a medium that simplifies the material
of teaching’ (Moon, 2004: 74).

Non-formal learning is any ‘systematic education activity carried on
outside the framework of the formal system to provide select types of
learning to particular subgroups in the population’ (Combs and Ahmed,
1974: 8).

Unconscious self-reflection is the process of introspection that goes on
constantly at a subconscious level.

Unmediated or informal learning refers o situations where ‘the learner is
responsible for choosing what to learn about something’ (Moon, 2004: 74).
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‘Coach developers aren’t only subject matier experts,
aren’t only concerned with delivering courses; they
have a key role to play in different learning

situations and bring significant expertise in the
process of learning.’ (Pat Duffy, Vice President, ICCE)

Coach developers are not simply experienced
coaches or fransmitters of coaching knowledge.

They are trained to develop, support and challenge
coaches to go on honing and improving their
knowledge and skills to provide positive and effective
sport experiences for all participants.

This is a reference document for countries and
federations that have, or are putting in place, a coach
development system. It reinforces the importance of
how, when and where coaches learn.

UNIVERSITY

Coaching Excellence

’((E LEEDS
@)2 BECKETT @ Ilfggcfiona! Council for




