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GAA Tutor Manual

In this manual you will find all you need to deliver a GAA Coach Education course.

The manual is in loose leaf format to allow you to insert additional information, handouts, thoughts, reflections etc. – it is a tool for you to use and make your own – what you keep in it, generally, will not be shared with the participant Coaches on your courses, the information they need can be found in the Coach Education Resources (which you will distribute to them on their first day).

This Tutor manual, then, should be used in conjunction with the Coach Education Resources to maximize the learning opportunities afforded to the course participants.

Use other Tutors to co-deliver courses and to offer feedback on your performance/presentations.  Together you can push the boundaries of the definition ‘the best’.

GAA Tutor Course Objectives
1. To introduce tutors to the GAA Coach Education Programme (CEP) and their role within it’s implementation. 

2. To consider the implications of the CEP for the role of the tutor as follows; 

a) to have tutors identify the characteristics which they feel contribute to effective tutoring. 

b) to practically undertake and consider for one’s own tutoring style, the following skills; 

· plan and write outcomes 
· apply interactive learning outcomes 
· use audio-visual aids 
· self-evaluate one’s own tutoring style 
· feedback to a fellow tutor 
3. To introduce tutors to the Coach Education Programme syllabus, the GAA Games Development Programme and other up-to-date issues relevant to the role of a tutor with the GAA. 

4. To distribute to tutors support materials to assist them in developing their tutoring abilities and to assist them in their role as tutors 

Tutor Development Course
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Guidelines for Preliminary Presentations
Participants to prepare a 20 minute Class Based presentation on:

“My own experiences as a coach”
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· Consider the topic, and what it means to you

· Identify 1 or 2 outcomes for the session

· Deliver and self evaluate the session

· Participate in debriefing session

· Set Personal Improvement Goals

Guidelines for Class Based Presentations
Prepare a 20 minute class based session based on one of the following topics:

· Outline the GAA Pathway to Elite Performance and its relationship to LTPAD

· Identify the key factors affecting effective communication for each of the child, youth and adult player subgroups

· Identify the roles, responsibilities, qualities and characteristics of an Assistant Coach

· Identify the factors affecting session effectiveness i.e. variety, appropriateness of activities

· Identify key similarities and differences between the child, youth and adult player
Prepare the session as if you were dealing with a group of 6 or 7 Hurling or Football coaches (your fellow tutors will be acting in that capacity for the purpose of the presentation).

Steps:

· Consider the assigned topic, and what it means to you

· Identify 1 or 2 outcomes for the session

· Plan an interactive session, employing the principles of adult learning

· Prepare a detailed session planner for the session

· Ensure that all facilities/requirements are in place prior to presentation

· Deliver and self evaluate the session

· Participate in debriefing session

· Set Personal Improvement Goals

Guidelines for Field Based Presentations
Prepare a 25 minute Field Based presentation on one of the topics provided. Prepare the session as if you are dealing with a group of 6 - 8 Hurling/Gaelic football coaches. (Your fellow tutors will be acting as the coaches).  The session should involve coaches in the skills of coaching (plan, devise, demonstrate, observe, analyse, feedback) and allow you to work on your own personal improvement goals identified from your previous presentations. 

Potential Topics: 

· Develop catching/passing physical literacy activities for child, youth and adult players

· Develop agility, balance, coordination physical literacy  activities  for child, youth and adult players

· Demonstrate the knowledge and understanding of at least one key technique in Hurling/Football, and demonstrate the progression of activities used to practice the technique and develop the skill

                                    Hurling

Football





Hand Pass

Hand Pass





Ground Strike
Punt Kick

· Develop a striking/kicking technique through individual practice/ball and wall activities

· Identify the key differences in game organisation for the child, youth and adult players. Organise a conditioned game for a particular playing subgroup to rectify the following issue:

                                    Your team has difficulties scoring from long range

                                    Your team play is primarily through the centre of
                                    the pitch
                                    Support play is poor

Steps:

· Consider the assigned topic, and what it means to you

· Identify 1 or 2 outcomes for the session

· Plan an interactive session, employing the principles of adult  learning – ensure that all equipment needed is available  
· Prepare a detailed session planner for the session

· Ensure that all facilities/requirements are in place prior to presentation 
· Deliver and self evaluate the session

· Participate in debriefing session

· Set Personal Improvement Goals
Notes on the Presentation Planner

The following points are made to guide the use of the attached presentation planner to be used by tutors in their preparation for the class based and field based tasks as part of the Tutor Development Course. It is envisaged that some rough work on the planning of the session will take place before the planner was completed and that during completion a tutor will move from heading to heading as appropriate. 

Please note that on the day of presentation, 3 copies of the planner and session material will be required (for tutor, de-briefer and facilitator), along with materials to be used during the session. 

Outcomes for the Session: 

Specifies in a clear way what coaches will be able to do as a result of participating in the session. Action verbs should be used. 

Resources: 

Identifies what audio-visual resources, worksheet and handouts will be used 

Assessment: 

Indicates how the tutor intends to identify whether the coaches have achieved the outcomes specified earlier in the planner. 

Evaluation: 

A review of the session by the tutor identifying those parts that were positive and effective and also those parts that need to be revamped. The review should also include a consideration of the tutor’s personal presentation skills (e.g. listening, questioning, task setting and use of A-V aids). 

Content and Sequencing: 

A. Introduction: How the tutor will introduce himself or herself, the outcomes to be achieved and how the session will start. 

B. Focus of the Session: The core coaching ideas and abilities to be developed by the coaches during the session; an indication of the methods of delivery to be used (questions to be asked, activities to be undertaken and the key points to be noted by the tutor to guide the session). 

C. Summary and Conclusion: The round up of the session including an assessment of coaches learning and if they have considered its application to his/her own coaching. 

Tutor Course Assignments
Four Presentations
o Class Based X 2

o Field Based X 2

Delivery of planned presentations to your fellow tutors who will act in the capacity of coaches during your presentation. Completed session planners for each presentation must be handed up to your facilitator. 

ONE OBSERVED COURSE DELIVERY 

Delivery of a presentation of a Introductory Award or an Award 1 Course as part of the GAA Coach Education Programme. This delivery will be observed by an individual nominated by the GAA and Coaching Ireland. 

Ideally you should deliver and observe in a class AND a field based context. 

ONE OBSERVATION AND DEBRIEF OF A FELLOW TUTOR 

Observation of a fellow tutor for a presentation of a Foundation Award, Award One or Award two course 

SELF EVALUATION 

A structured self evaluation at the end of the course 

Useful Weblinks and Resources
Weblinks
www.gaa.ie



GAA online

http://learning.gaa.ie


GAA Education Programmes online
www.coachingireland.com

Coaching Ireland online 

www.coachesinfo.com 

Coaches Information Service (Sports Science) 

www.sportscoachuk.org 

Sports Coach UK 

www.1st4sport.com 


Sports Coach UK resource centre 

www.icce.ws 



International Council for Coach Education 

www.sirc.ca 



Sport Resource Centre 

www.icsspe.org
International Council of Sports Science and Physical Education 

www.brianmac.demon.co.uk 
Sports Coach (information on developing athletic ability and coaching expertise) 

www.wada-ama.org/en 

World Anti-Doping Agency 

www.irishsportscouncil.ie 

Irish Sports Council 

www.aahperd.org 
National Association of Sport & Physical Education (U.S.) 

www.coachingnetwork.org.uk 
Coaching and Mentoring network 

www.thefacilitator.com 
A quarterly publication written for facilitators by facilitators 
GAA Resources

GAA Fun Do Learning Resource Pack (2007)

GAA OTú Model CD-ROM (2001)

GAA Complete Guide to Gaelic Games (1993)

GAA Gaelic Football Skills Manual (1991)

GAA Hurling/Camogie Skills Manual (1991)
Books 

Successful Coaching 3rd Ed. Martens R. (2004) Human Kinetics

Coaching for Long-Term Athlete Development Stafford I. (2005) Sports Coach UK 

Coaching Children in Sport Lee M. (1999) E & FN Spon 

A Guide to Mentoring Coaches Galvin B. (1998) Sports Coach UK 

Creating a Safe Coaching Environment Hackett P.& HackettS (2004) SportsCoach UK
Understanding Sports Coaching Cassidy T.; Jones R.; & Potrac P. (2004) Routledge 

Creative Coaching  Lynch J. (2001) Human Kinetics 

The Skilled Facilitator Schwarz R. (2002) Jossey-Bass Business & Management Series 

The Secrets of Facilitation Wilkinson M. (2004) Jossey-Bass Business & Management Series 
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“No man can reveal to you ought that 
which already lies half asleep in the 
dawning of your consciousness”




Kahil Gibran (1883-1931) 

“People learn best when their moment 
of learning has come”
Paudie Butler 
(National Hurling Development Coordinator) 
What is Education?

· E nsures people are

· D irected to

· U niversity,

· C onferred with 

· A  

· T itle 

· I n

· O rder to

· N ail down a Job

A Means to an End in Life 

Or...

· E nables people to make

· D ecisions based on

· U nderstanding.

· C onfers the capacity to 

· A dapt to change. It is the medium 
· T hrough which

· I nformation is transmormed into knowledge

· O n a 

· N ever ending basis

A Life-Long Learning Process 

Successful Learning
GOOD




HOW DO YOU BECOME GOOD? 
• Practice 

• By doing it 

• By trial & error 

• Getting it wrong at first/learning from mistakes 

FEEL GOOD



WHY DO YOU FEEL GOOD ABOUT IT? 
• Reactions of other people 

• Feedback 

• Compliments 

• Seeing the results 

CANT DO WELL?




WHAT WENT WRONG? 
1. Lack of opportunity to practice 

2. ‘Bad’ feedback – critical, hostile, negative 

3. No motivation 

4. Fear of failure 

5. Couldn’t see why it was worth doing 

6. Lack of time to make sense of it 

7. Unable to understand it before moving on 

COACHING V’s TUTORING 
Performers


Coaches


Tutors

Run



Plan sessions


Deliver Courses

Jump



Organise


Evaluate Coaches

Throw



Analyse


Design Materials

Create Space


Give Feedback

Develop syllabi
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Score



Evaluate


Help coaches share, solve









Keep up to date
Help performers to 

Facilitate coaches to

Principles of Good Practice
LEARNING IS ENHANCED WHEN TUTORS 
• Start with ‘what coaches actually do’ 

• Make it relevant and interesting 

• Use new information and apply it 

• Create opportunities for coaches to talk, share, discuss, solve……. 

• Allow coaches time for reflection 

• Design activities to experiment with new information 

• Ask questions 

• Assume that coaches are well motivated 

• Ask coaches to write specific ‘action plans’ 

• Seek examples from real coaching situations 

COACHES LEARN BEST WHEN THEY 
• Are involved in their own learning 

• Perceive that the material is relevant to them and their coaching situation 

• Are respected for their experience 

• Are able to evaluate and self respect 

• Challenge existing belief and practice 

There are certain principles that underpin the effective learning of coaches.
COACHES HAVE 

• Vast practical experience 

• Varying amounts of knowledge 

• Aversion to academic and theoretical study 

• Established beliefs 

• Definite expectations 

• Established learning patterns 

The way we present is fundamental to how much the coach will learn.
AN EFFECTIVE TUTOR 

	• Asks questions
	• Achieves outcomes

	• Keeps to time 
	• Facilities learning 

	• Considers the ‘process’ 
	• Is open to ideas 

	• Uses audio visual aids 
	• Sets tasks/exercises 

	• Allows time to reflects
	• Encourages talk 

	• Plans well in advance 
	• Urges practical application 


Learning Behaviours
	Behaviours that INCREASE learning
	Behaviours that DECREASE learning

	Asking questions

Suggesting ideas

Exploring options

Taking risks/experimenting

Being open about the way it is

Admitting inadequacies & mistakes

Converting mistakes into learning

Reflecting and reviewing

Discussing what has been learned

Taking responsibility for own learning and development
	Quiet compliance

Dismissing ideas

Going for expedient, quick fixes

Being cautious

Telling people what they want to hear/filtering bad news

Justifying actions/blaming others or events

Repeating the same mistakes

Rushing around keeping active

Discussing what happened without lessons learned and plans to improve

Waiting for other people to do it


Good Tutoring Makes a Difference
Task 1

Think of something that you are good at……something you know you do well. Choose something from any aspect of your life which involves some practical aspect of it. There is no need to confine yourself to the ‘sporting’ theme. 

Jot it down here 

________________________________________________________________________________________ 

Now write down a few reasons explaining how you became good at it. 

__________________________________________________________________________________________ 

__________________________________________________________________________________________ 

__________________________________________________________________________________________ 

Task 2

Think about something about yourself that you feel good about…..a personal quality or trait……something that ‘gives you a bit of a buzz’. 

Write down a few reasons explaining why you feel good about it? 

Put another way, what evidence do you have to give you that positive feeling? 

__________________________________________________________________________________________ 

__________________________________________________________________________________________ 

__________________________________________________________________________________________ 

Task 3 

Think of something that you do not do well. 

Again it can refer to any aspect of your life. Maybe it is a subject you did not learn well at school, a course you signed on for but never completed, a task that always gives you bother. Write down a few words describing the causes of your lack of success…… 

What went wrong? 

__________________________________________________________________________________________ 

__________________________________________________________________________________________ 

Usual replies 
1. How you became good……..? 

• Practice 

• By doing it 

• By trial and error 

• Learning from mistakes 

2. Why you feel good about it? 
• Reactions from others 

• Feedback 

• Compliments 

• Seeing the results 

3. What went wrong? 

• Lack of practice time 

• ‘Bad’ feedback……… critical, hostile, negative 

• No motivation 

• Fear of failure 

• Couldn’t see why it was worth doing 

• Lack of time to make sense of it 

• Unable to understand it before moving on 

Questions 

1. What are the implications of above on the planning and delivery of courses? 
2. How can you maximise the opportunities for coaches to learn from each other? 
Coaches can learn from each other when 

• given the opportunity to reflect on own objectives for the course 

• encouraged to reflect on their own experience 

• a variety of tutoring techniques and methods are used 

• given an opportunity to coach or present own sessions or ideas 

3. What are the characteristics of the typical adult coach? 
The typical coach has 
• vast practical knowledge 

• varying amounts of knowledge 

• aversion to academic and theoretical study 

• established beliefs 

• definite expectations 

• established learning patterns 

4. How do you help create the right environment for learning to take place? 
• set a learning environment that is friendly and non threatening 

• create an interest in the topic to be covered 

• arrange the physical setting 

• introduce yourself, the subject and the outcomes of the session 

• start the session 

• explain how and why the topic may help them in their coaching 

5. How do you challenge existing beliefs and practices? 
Coaches challenge existing beliefs and practice when 

• build confidence through small group work 

• their coaching experience is highly valued 

• they are encouraged to listen and learn from each other 
• given time to consider and accept new ideas 

• helped set goals for the future 

6. If coaches should understand the relevance of material, how do you make it relevant? 
Coaches understand the relevance of the material when 

• given the chance to reflect on how new info fits into what they already know and do 

• allowed time to talk to other coaches to share problems and ideas 

• they write specific action plans to implement new material into their own coaching 

• set exercises that require practical examples 

7. What are the conditions under which coaches learn best? 

Coaches learn best when they

 • are involved in their own learning 

• perceive that the material is relevant to them and their coaching situation 

• are respected for their experience 

• are able to evaluate and self respect 

• challenge existing beliefs and practices 

• are interested and motivated 

• able to see improvements 

• rewarded for effort 

8. How does a tutor show that coaches are being respected for their experience? 
They are respected for their experience when you 

• do not expect the group to conform to your way of doing things 

• support a range of opinions and ideas 

• create experience that ask coaches to solve problems that relate to their own coaching 

Our Values about Learning

• Learning, as a topic, supersedes all others. 

• Everyone has a basic right to learn and develop and be supported and encouraged as they do so. 

• There is no more important task than helping people take responsibility for their own learning and development 

• Since it is just as easy to learn wrong things as it is to learn right things, what constitutes good learning needs to be debated and agreed. 

• You are what you learn; all you know, all your skills and all your beliefs have been learned. 

• Learning is a skill which, like any other skill, you can develop and improve. Learning to learn is your ultimate life skill. 

• Learning is only effective when you convert it into improved performance. 

• You need to supplement your tacit ‘intuitive’ learning with explicit ‘conscious’ learning that is clear and communicable. 

• At work, learning and achieving are twin priorities. 

• Reviewing is the gateway to appropriate learning and action. 

• It is your duty to share your learning and spread your best practices. 

Peter Honey Publications 

The following learning principles are important to keep in mind when planning and conducting training activities for adults. They are adopted from Xavier University Train the Trainer Workshop, delivered by Edward E. Jones, Ed.D.
Motivation
Learners must be motivated before they will learn. 
Learning requires your student to take action. Often this action is internal and is initiated by the student. He/she freely chooses to act or not to act—to do something to acquire the knowledge, attitude, or skill you are teaching. You cannot motivate your learners. Your learners have to motivate themselves. 

"If I can't motivate my learners, then what can I do?" A motive is a desire in response to a need, which causes a person to act. A study (1980) by the American Productivity Center says, "Since motivation comes from within, a worker (student) is more motivated to perform well if he or she understands what is going on. The more I understand what is going on, why it is going on, how it affects me, and what's in it for me, the more I will tend to support... its goals."

How do I help my learners become motivated? 

Show your learners, "What's in it for me? Don't assume they feel your class or subject is useful and valuable to them. Show them the value or use. It's well to keep in mind that what's valuable for one person may not be valuable for another. It then becomes your job to show the whole class how every experience can be a beneficial learning experience.

· Use the learning itself as a motivator. When your learning sessions are rich and rewarding, when learners feel they have enlarged the limits of their minds, when they can see useful application for the things they'vejust learned, then they'll be motivated to continue to learn more. Motivation is internal but you have the responsibility to provide a positive learning climate. 
· Use praise liberally. Call it positive reinforcement, a pat on the back, encouragement, and support for a job well done. Praise your learners for the little things they do well. Don't wait for the "big success." The key here is to praise often but be natural and above all sincere! Don't make things up because you'll be discovered as a phony. Learners want praise but they want genuine praise

· Make course objectives clear when setting expectations. Then challenge learners to achieve them. For some, having a goal to attain is the motivation to attain it. Make sure that class work following is clearly relevant to achieving the objectives. This will help maintain the motivating challenge of striving to attain the goal
This is not a complete listing of motivators and motivating techniques. Such a list does not, and cannot, exist. Because each person is different, with unique qualities, experience levels, needs and desires, each will be motivated differently. Some will be motivated entirely by knowing "what's in it for me?" Others need a complex array of motivators.

Utilization
The student must see a use for the material being learned 
Your instructor role is specifically geared to helping people (the employees of your company or organization) do their jobs better. These employees / learners are looking for help with their jobs. Remember the adult learner is problem centered. If they cannot see how the subject matter will help them (be useful), they won't be inclined to try very hard to learn it. 

Often you present material, which is "background" or "foundation" material. Well and good, but do make certain they realize the material is relevant and that you intend to build on it. Learners must see the connection between your "background" material and solid, usable job applications.
Show your learners how the material can be used. 

First, paint the "big picture." They need to see how the material you're teaching its their job. Show how all the material has application to them. Let them know that it's not just interesting but useful. 
Watch out for too many "war stories." These may be interesting to you and fun to tell but are they practical for the learners? Remember, these are adult learners and are problem solution centered. Being entertained by too many stories may well turn them off. If the story brings perspective, then by all means use it. But don't use it just because it's your favourite. 
Much of the material in your class will fall into two categories "nice-to-know" and "need-to-know." Many times your learners won't be able to discriminate between the two. You will have to point out what's background and what's critical to their performance. 
The "How can I use this back on the job?", and "What will you teach that will help me with my problem?" questions are going to be on the minds of your learners throughout the class. The answers should be on your mind and a part of your presentation.

Stimulus
Learning is stimulated through the five senses 
Your mind, like your muscles becomes active when the bodily senses are stimulated The learners who come to your classes are no different. Their sensory equipment must be activated before their minds will realize and accept the facts, concepts and skills you wish them to learn. 

There are few stimuli that will activate all five senses simultaneously. Since you'll have to select among these senses, it will be useful to know that some are much more vital to the learning process than others. Here's a breakdown of how we learn what we know today: 

· 75 % through the sense of sight 
· 13% through the sense of hearing 
· 6% through the sense of touch 
· 3% through the sense of smell 
· 3 % through the sense of taste 

Clearly, visual stimuli should have a large part in the learning process. But, you must also realize the more senses student uses while learning, the faster and more efficiently he / she will learn.

When an instructor uses words alone, learners retain some of the facts. They retain 3-1/4 times more information if he/she uses pictures alone. But they retain 6-1/2 times more if the instructor uses both words and pictures. 
To stimulate learning through the senses: 
Use visual stimuli whenever possible to get your point across. Learners remember more of what they see. 

Appeal to several senses simultaneously for the most efficient learning. 

Use strong stimuli for greater response: vivid pictures, loud noises, and bright colours. 

Vary the stimuli. Repetition of even a strong stimulus becomes monotonous and weakens the desired response. 
A stimulating presentation requires more preparation, but if a subject is worth remembering, it's worth presenting so it will be remembered.

Interest
The student must be interested in the learning. 
You can't assume your student is interested in learning just because he's/she's in the class. We do know he'll/she'll be thinking about something that interests him/her. Your job is to generate interest in the course materials. 

The difference between interest and motivation is subtle, for they often work in a cause-and-effect relationship. If interest is high, there will be little need for motivating a class. If motivation is applied throughout training, the interest problem is solved. We treat them here as separate to emphasize the necessity for including both in your classes: hold the learners’ attention and make them want to learn. 

How can you keep learners interested? 
· First, you, the instructor, must be interested. 
Learners quickly "turn off" to an instructor, who appears to be disinterested in the subject, is listless or seems tired or bored. 

· Build interest throughout the session. 
The interest learners bring to class can quickly be lost. Arouse curiosity and increase enthusiasm as new material is introduced. Vary your methods. 

· Hold interest once you've gotten it. 
Some tools you can use are: visual aids, student participation, humour, or a combination of these. Perhaps a change of pace in the presentation or in the physical surroundings will be necessary. 

· You must also be interested in the learners. 
They'll respond to genuine interest and enthusiasm, which involves them personally. 

· Get your student's interest aroused early in your session. 
You may want to consider some variety in your class opening. Instead of handling all the administrative material and then student introductions, start with an exercise that will have them interacting right from the start (team questions for you about the course, or "why I'm here and what I want to get out of this class" are a couple of examples). This approach gets them involved quickly, covers the introduction dilemma and starts your class with student interest high. 
If your trainees aren't interested, check yourself, not them. After all, they 're your trainees, in your class, learning your subject. And it's your job to keep them interested . Remember the materials, which keep adults interested and problem centered. And involvement creates interest.

Transfers
Learners learn easily when they can make "transfers" 
Learners always arrive in your class with some prior knowledge. They may already understand the basics of the subject; they may possess considerable misinformation; they may know nothing about the subject. They will have some knowledge or understanding about something, and it is your job to use that knowledge to enhance the learning process. We call this the principle of "Transfer." 

Building on what a class knows, working from the known to the unknown, is termed "positive transfer." When prior knowledge interferes with the new learning, "negative transfer" is taking place. 

Negative transfer can be avoided by emphasizing new learning as something to build upon. People resist changing ideas that they have long accepted. Instructing them in new ideas will be easier if they are not confronted with the necessity of unlearning the old ways. 

Relating new ideas to known facts can effect positive transfer. Some of the mystery of a grill or oven is removed when a student can relate new information to something that is familiar to the student This allows him/her to grasp the new concept by having a mental picture to which the new facts can be tied. 

To use the principle of transfer: 
· Always proceed from the known to the unknown. 

· Relate new ideas to familiar facts by analogies and comparisons. 

· Emphasize new ideas, concepts or methods as better, not different from old ways.

Logic
The learner must see the logic of the material 
Our thought processes may begin with our sensory equipment, but we do have such a thing as "think-power" which is rooted in the mind and which utilizes logical reasoning processes. All information entering the mind is screened by an analytical procedure that rejects, or at least questions, ideas that don't make sense. Use the principle of logic to prepare your lesson so it will be logical to this reasoning mechanism of the mind. 

The principle of logic involves two things: 
1. Each point must make sense by itself. 
The ideas or concepts you present must appear inherently logical. To help accomplish this, try these methods: 

Give the "why" behind your point. People want to know the reason behind a procedure, method or principle. They want to know what caused it and/ or what effects will result. 
Lead up to the point by presenting several facts of varying situations which all point to the desired conclusion. Your learners may draw the conclusions themselves, in which case they'll have learned better. 
State your point then ask the learners to apply it to specific instances. This reasoning will help them see what makes a general point true

2. The points must come in a logical sequence. 
Put your ideas in an order which establishes the clear relationship between points and which will be understood by the student. Logical sequences which can be employed are: 
· Whole-to-part: Giving the big picture first, then the specific parts. 

· Magnitude: Large to small, or vice versa 

· Importance: Start with the most important item, and work to the least 

· Geographical: Taking things in the order of their physical relationship, whether they're store locations or equipment in the restaurants. 

· Difficulty: From the easier or known to the more difficult or unknown. 

· Performance: Present a procedure in the order it is performed

Immediate
Application Immediate application improves the learning 
This principle directs you to try out the skills or verbalize the facts just acquired. In effect, tell your learners, "You've just leaned it; now do it, here in the classroom." As they begin actually applying what they've just heard or seen, they: 

Establish more relationships between the parts of the course. 

Perfect or test their understanding of the subject. 

Get involved. 

Develop still stronger motives for learning. 
The methods and techniques used for class participation can be used to apply the Principle of Application. The point here is: have learners do and verbalize as soon as possible after their exposure to new facts. 

An effective way to use this principle is to have your learners give (write-present-discuss) an application of the concepts to their own situations "back home." This could be done individually or in teams. The key is to "do it now." Thus, the principle of "immediate application" is activated.

Participation
Learners learn better when they are actively involved in the training. 
If a student doesn't participate in the class - that is, doesn't say anything, or get involved other than sitting there - what does that tell you? 

Such behaviour can indicate how much the person is getting from the class. Sometimes these learners do get a lot but usually it is an indication of lower learning. A good rule to follow is the more participation - the more learning. Without active participation your learners won't be doing the thinking and applying that leads to increased learning. This is particularly true with adult learners who, for the most part, aren't used to long periods of uninterrupted sitting. 

As an instructor you must plan for participative activities for everyone in the class. Give them things to do—this gives them a chance to ask questions and comment on the materials being taught. They feel they are a part of the learning situation and not just passive receivers. But, a word of caution is also in order. Participation just for participation's sake is a waste of time for you and the learners. To have them "break into small groups" because you like to do that isn't going to be effective. Make sure you have a planned purpose to your activity.

Active participation includes: 
· Oral Asking questions of the whole class, assigning some learners to explain various sub-points or having them conduct a demonstration. Encourage voluntary contributions, challenge or questions. 

· Written Working on group problems or exercises, individual tasks, "pop. quizzes, flip chart summaries, or case solutions. 

· Group work Group discussions, small team exercises, role-plays, case studies, projects for later presentation. 

· Physical Assembly of components -machines, instruments, or layouts; performing or demonstrating an activity (such as ringing a cash register, writing a ticket, checking in a guest at the front desk). 
This principle operates not only for the benefit of the student but for the instructor as well. With properly planned participation, you are now free to work with individual learners, observe student groups and prepare yourself for the next session. Learners don't want to see and hear only you all day and you will quickly tire if you have to be "on stage" all day. 
Remember the principle of Stimulus - involving many of the senses? Participation is an effective way to get more of the senses involved and increase the learning. When we discussed Stimulus, we said that words alone are not very effective. 
We remember more of what we do and say than of what somebody else says or does - because we're involved. Don't use involvement for its own sake but to increase learning. So, get 'em involved!

Repetition
Repetition assists learning. 
The world of advertising knows well the effect of repeating a message. Stop and think how many times you've seen the same ad on TV or in print. They want to imprint the product on your mind. And it's the constant repetition that does it. Let's see how this works in training. 

Notice each time you have a "refresher" session the Desirable Learning Curve holds constant (because your desired student progress hasn't changed) but the Forgetting curve shows less and less fall off. In other words, your learners are remembering more and getting closer to your desired learning level. 

In his many cassette tape programs, Earl Nightingale tells his listeners, "a message read or heard several times a day for eight days is virtually memorized; at the end of 30 days the memory retains 90% of the message." 

No, it is not expected that you repeat your message like a tape recorder in your classes, but it does show you how the mind works in retaining material and the importance of repetition in your learning situation!
Learning Styles Questionnaire

Sports coach UK 
Coach Educator Training 
This questionnaire is designed to find out your preferred learning style(s). Over the years you have probably developed learning habits that help you benefit more from some experiences than from others. Since you are probably unaware of this, this exercise will help you to pinpoint your preferred style. 

There is no time limit to this exercise. It will probably take you 10-15 minutes. The accuracy of the results depends on your level of honesty. There are no right or wrong answers. 

If you agree more than disagree with a statement, put a tick by the statement number. 

If you disagree more than you agree with a statement, put a cross by the statement number. Be sure to mark each item with a tick or a cross. 

1. I have strong beliefs about what is right and wrong, good and bad.

2. I often throw caution to the wind 

3. I tend to solve problems using a step-by-step method, avoiding flights of fancy 

4. I believe that formal procedures and policies cramp people’s style 
5. I have a reputation for having a no-nonsense; call a spade a spade style 

6. I often find that actions based on gut feeling are as sound as those based on careful    thought and analysis. 

7. I prefer to do some work where I have the time to leave no stones unturned 

8. I regularly question people about their basic assumptions. 

9. What matters most is whether something works in practice 

10. I actively seek out new experiences

11. When I hear about a new idea or approach, I immediately start working out how to apply in practice. 
12. I am keen on self-discipline such as watching my diet, taking regular exercise and sticking to a routine. 

13. I take pride in doing a thorough, methodical job. 

14. I get on best with logical, analytical people and less well with spontaneous, irrational people.

15. I take time over the interpretation of data available to me to avoid jumping to conclusions 

16 I like to reach a decision carefully, after weighing up many alternatives. 

17. I am attracted to more novel, unusual ideas than to practical ones. 

18. I don’t like loose ends and prefer to fit things into a coherent pattern 

19. I accept and stick to laid-down procedures and policies, as long as I regard them as an efficient way of getting my job done 

20. I like to relate my actions to general principle. 

21. In discussions, I like to get straight to the point. 

22. I tend to have distant, rather than formal, relationships with people at work. 

23. I thrive on the challenge of tackling something new and different. 

24. I enjoy fun loving, spontaneous people 

25. I pay meticulous attention to detail, pondering all the ifs and buts 
26. I find it difficult to come up with wild, off the top of the head ideas. 

27. I don’t believe in wasting time by beating about the bush 

28. I am careful not to jump to conclusions about people 

29. I prefer to have as many sources of information as possible - the more data to mull over the better 

30. Flippant people, who don’t take things serious enough, irate me. 

31. I like to listen to other people’s points of view before putting my own view forward. 

32. I tend to be open about how I’m feeling 

33. At meetings, I enjoy watching the manoeuvrings of other participants. 

34. I prefer to respond to events on a spontaneous, flexible basis, rather than plan things out in advance 

35. I tend to be attracted to techniques such as network analysis, flow charts, decision trees, contingency planning. 

36. It worries me if I have to rush a piece of work to meet a tight deadline 

37. I tend to judge people on their practical merit. 

38. Quite thoughtful people tend to make me feel uneasy. 

39. I often get irritated by people who want to rush headlong into things. 

40. It is more important to enjoy the present moment than to think about the past or future 

41. I think that decisions based on a thorough analysis of all the information are sounder than those based only on intuition 

42. I tend to be a perfectionist. 

43. At meetings, I usually pitch in with lots of off the top of the head ideas 

44. In meetings, I put forward practical, realistic ideas. 

45. More often than not, rules are there to be broken. 

46. I prefer to stand back from a situation and consider all the perspectives 

47. I can often see inconsistencies and weaknesses in other people's arguments. 

48. On balance, I talk more than I listen 

49. With hindsight, I see better, more practical ways to get things done. 

50. I think written reports, should be short punchy and to the point. 

51. I believe that rational, logical thinking should win the day. 

52. I prefer to discuss specific things with people, rather than engaging in small talk 

53. I like people who have both feet firmly on the ground. 

54. In meetings, I get impatient with irrelevancies and red herrings. 

55. If I have a report to write, I tend to produce lots of drafts before settling on the final version. 

56. I am keen to try things out to see if they work in practice 

57. I am keen to reach answers via a logical approach. 

58. I enjoy the sound of my own voice. 

59. in discussion, I often find I am a realist keeping everybody to the point and avoiding cloud nine speculations 

60. I like to ponder many alternatives before making up my mind. 
61. In discussions with people, I often find that I am the most dispassionate and objective 

62. At meetings, I am more likely to adopt a low profile than to take the lead and do most of the talking. 

63. I like to be able to relate current actions to a longer term, bigger picture. 

64. When things go wrong, I am happy to shrug it off and put it down to experience. 

65. I tend to reject wild, off the top of the head ideas as being impractical 
66. It’s best to look before you leap. 
67. On balance, I prefer to do the listening rather than the talking 

68. I tend to be tough on people who find it difficult to adopt a logical approach 

69. Most times, I believe the end justifies the means. 

70. I don’t mind hurting peoples feelings, so long as the job gets done. 
71. I find the formality of having specific objectives and plans stifling 
72. I’m usually the life and soul of the party 
73. I do whatever is expedient to get the job done 
74. I quickly get bored with methodical, detailed work 
75. I am keen on exploring the basic assumption, principles and theories underpinning things and events. 
76. I’m always interested to find out what other people think 

77. I like meetings to be run on methodical lines, sticking to a laid down agenda 

78. I steer clear of subjective or ambiguous topics. 

79. I enjoy the drama and excitement of a crisis situation. 

80. People often find me insensitive to their feelings. 

Learning Styles Questionnaire Score Sheet

Simply circle the numbers in the following lists that correspond to the statements you tick in the questionnaire. Then, total the number of circles at the bottom of each column. This should indicate your preferred learning style(s). 
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Learning Styles Score Sheets 
Plotting Chart 
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(1) Honey, P. and Mumford, A. (2000) The Learning Styles Helpers Guide. 
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Role of the Tutor

Why do we need Tutors?

· More Coaches

· Better Coaches

· Central to Quality Courses/Standards

· Provide Leadership and Cohesion

Requirement of Tutors?

‘100% of Tutors, thinking, working and behaving as Tutors 100% of the time’

The Tutoring Process


[image: image4]
Skills of an Effective Tutor
• Asks questions 



• Achieve outcomes 
• Keeps to time 



• Facilitates learning 
• Considers the ‘process’ 


• Is open to ideas 
• Uses audio visual aids 


• Sets tasks/exercises 
• Allows time to reflect 


• Encourages talk 
• Plans well in advance 


• Impart knowledge 
• Urges practical application 
Coaching Vs Tutoring
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Perform 







Coach
Performance Skills






Coaching Skills
o Kicking 







o Planning 
o Passing 







o Organisation 
o Fitness 







o Evaluating 
o Tactics







o Communication 
• ENDS 







• MEANS
• FAST/GAME PACE





• REFLECTIVE 
“I haven’t failed; 
I’ve found 10,000 ways that don’t work”. 
Thomas Edison, American 
Tutoring
A tutor provides expertise, experience and encouragement. 
They do not provide “answers”, but rather assist in problem solving, in getting answers. 

The challenge is to focus on assignments within the context they are assigned. 

Tutors should not be expected to diagnose learning disabilities. 
Diagnosis should take place outside of the tutoring process by a professional academic counsellor. If a larger problem becomes apparent, referral is the best strategy. 

Tutoring strategies: 
Seek out training to be a more effective tutor: 
This includes subject matter as well as tutoring procedures. 

Clearly establish expectations for your learner 
What are the expectations of the learner?... of the teacher?....and of those close to the learner (classmates, department, school, family, etc.) 
Keep and follow a consistent set of rules 
· Write them down; post them; refer to them! 

· Rules are necessary, but must be mutually agreed upon with the learner. 

· They must be fair and enforced consistently. 

· Rules cut down on unnecessary struggles. 

Have a clear idea of your own strengths and limitations, 
and what skills or knowledge you can offer as a tutor. One reward of tutoring is the opportunity to use and apply what you have learned. 

Know the learner 
Discover his or her strengths and challenges in learning. 

Under what circumstances does he or she learn best? poorly? (Do not assume that everyone’s learning styles or conditions are the same, or similar to yours). 

Build a relationship and trust 
• Be aware of the differences between you and the learner. 

You are not trying to change the learner, but to accommodate and use their learning style(s) in order to complete the tasks. Since you are more experienced it is your challenge to adjust, adapt or find a way. 

• Be open and honest. 
Sarcasm and condescension are not productive. 

We do not tutor to impress, but rather to help. 

• Do not be afraid to acknowledge that the chemistry between you and the learner is not right, and that another tutor might be more effective. The goal is to help, not endure. 
Make sure the learner knows it is safe to not succeed at first 
Learning is a process that often involves unsuccessful attempts. 

This is not a failure since options are eliminated toward the correct solution. 

Learning and problem solving require passing through a period of sorting through facts and options toward success. 

The tutoring session: 
· Listen closely to work out the real problem 
Check to see if the learner has prepared with some time and effort and attempted the assignments. 

· Assess the situation 
Think in terms of realistic objectives; develop a “contract” of 

• Agreed upon learning outcomes 

• Expectations of communication 

(availability, one/several sessions; means of communication ie face-to-face, email, telephone, etc.) 

· Use questions to enhance problem solving 
· Demonstrate or model similar processes 
· Don’t be afraid to reveal that you don’t know something 
You can refer the learner to more sources , including the teacher 

You can take the opportunity to learn/problem-solve, bring back answers and demonstrate that you are in a learning process as well. 

· Give positive feedback, use encouraging vocabulary 
· Find success and reinforce effort, in even minor accomplishment 
· Summarize and review 
· Enable follow up 
· Celebrate accomplishment! 
· Keep records for future reference 
Characteristics of the Best Tutors

1. Cooperative, Democratic 

2. Kind, Considerate 

3. Patient 

4. Wide Interests 

5. Pleasant 

6. Fair, Impartial 

7. Sense of Humour 

8. Good Disposition 

9. Interest in the group 

10. Recognition, Praise 

11. Flexible 

12. Proficient in subject 

Characteristics of the Worst Tutors

1. Never Smiles 

2. Sarcastic 

3. Flies off the handle 

4. Explanations Unclear 

5. Partial 

6. Has Favourites 

7. Picks on people 

8. Superior 

9. Aloof 

10. Overbearing 

11. Not friendly 

Skills of a Super Tutor
Rate yourself on each of skills listed below. (1 being low and 5 being high) 

Asks questions 




1
 2
 3
 4
 5 

Actively listens 




1
 2
 3
 4
 5 

Keeps to time 





1
 2
 3
 4
 5 

States outcomes 




1
 2
 3
 4
 5 

Achieves outcomes 




1
 2
 3
 4
 5 

Uses audio visual aids 



1
 2
 3
 4
 5 



Allows time to reflect 




1
 2
 3
 4
 5 



Plans well in advance 




1
 2
 3
 4
 5 



Offers feedback and support 



1
 2
 3
 4
 5 



Encourages talk 




1
 2
 3
 4
 5 



Imparts knowledge 




1
 2
 3
 4
 5 



Is open to ideas 




1
 2
 3
 4
 5 



Sets tasks / exercises 




1
 2
 3
 4
 5 



Urges practical application 



1
 2
 3
 4
 5 



Organises group work 



1
 2
 3
 4
 5 



Creates a friendly environment 


1
 2
 3
 4
 5 



Keeps audience interested / involved 


1
 2
 3
 4
 5 



Challenges current practice 



1
 2
 3
 4
 5 



_____________________________ 


1
 2
 3
 4
 5 

_____________________________ 


1
 2
 3
 4
 5 

WHAT DO YOU WANT TO DEVELOP? HOW WILL YOU DO IT? WHEN? 
_______________________________________________________________ 

_______________________________________________________________ 

Tutors Tool Kit

· Create a good learning environment 

· Build on individual knowledge and experience 

· Recognise different ways of learning 

· Plan and structure presentations to achieve outcomes 

· Develop and use audio visual aids appropriately 

· Keep audience interested an involved 

· Set up and manage group work 

· Encourage people to share 

· Find effective ways to share information 

· Deal with conflict and differences 

· Manage time 

· Offer feedback and support 

· Challenge their current practice 

· Help translate theory into practice 

· Assess outcomes 
Personal Check-list.

You will probably find that you can readily do some of the tasks described in the tutor tool kit, have some idea about others and perhaps feel somewhat inept at others. If you are new to tutoring, you may find it difficult to score, for you may be unsure if your own ability. Do not worry; you will be invited to return to this list, later in the training programme and you will probably find you have made significant improvement. If you are skilled and experienced as a tutor, remember there will always be new skills to acquire and hone, practices to challenge and old habits to break.  
1. Work honestly through the following personal check-list., using the scale 1 = I have no experience; 9=I am very competent: 

• Create an environment conductive to learning: 

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Build on teachers/coaches knowledge and experience: 

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Adapt delivery in recognition of different learning styles: 

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Plan and structure presentations to achieve specified outcomes: 

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Develop and use audio-visual aids appropriately: 

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Keep the audience interested and involved: 

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Set up and manage group work effectively:

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Encourage people to share ideas and experiences: 

1 
2
 3
 4
 5
 6
 7
 8
 9 

• Find effective ways to share information between groups: 

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Deal with conflict and differences of opinion: 

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Manage time so content is covered: 

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Offer feedback and support: 

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Challenge teachers/coaches to analyse their current practice: 

1 
2
 3
 4
 5
 6
 7
 8
 9 
• Help teacher’s coaches translate theory into practice 

1 
2
 3
 4
 5
 6
 7
 8
 9 
2. Identify two areas on which you want to focus initially: 

• 

• 

3. Set yourself and action task to help you gain experience and increase your competence for each one: 

• 

• 

Skills of the Tutor

As a tutor and as a coach you need to be able to: 
Demonstrate excellent interpersonal skills in the areas of 

· Building rapport 

· Asking questions / gaining information 

· Giving and receiving feedback 

· Listening 

· Persuading, influencing and encouraging others 

O Observe and correctly interpret what’s happening: before, during and after 

O Help others learn and continue to learn yourself 

O Think on your feet and tackle situations creatively 

O Help others paint a picture of a higher level of performance 

Qualities of the Tutor

Acting as a tutor and / or a coach is not only about having skills, but also about having: 
o Confidence in your own abilities and knowledge of what you can’t do 

o A genuine affinity for people 

o A belief in others and a real wish to see them succeed 

o An ability to take second place and not seek any glory 

o Empathy to see things from other’s point of view 

o Sensitivity, especially knowing when to step in and when to be quiet 

o Patience and a willingness to make time for people 

o A sense of humour 

Those on the receiving end of your coaching have a need to be: 

o Treated fairly and not patronised 

o Led at their pace, not yours 

o Told what they do well, and made aware of mistakes made 

o Guided by a role model they can respect

(reference: The Coaching Pocketbook, Fleming and Taylor, 1998) 
Tutor Box!

When preparing to deliver a Coach Education course you need to compile a tutor box with things you may (or may not need) in order to deliver the course [over and above the obvious (i.e. laptop, projector, screen, flip chart, keys to venue, first aid kit etc. etc.)]

The box should be of sturdy construction & contain (in no particular order & non exhaustive):

· Back up copies (electronic & hard) of the presentations, hand outs, task sheets, registration sheets, name tags, feedback sheets, contact details of participants, security etc. etc.

· Spare (blank) paper

· Spare/blank labels (name tags)

· Blank post cards

· Pens (biros, marker pens & highlighters– different colours)

· Pencils (plain & coloured) & pencil sharpener

· CD markers

· Ruler

· Scissors

· OHP transparencies & other ‘blank’ media e.g. flash drives, CDs

· Envelopes

· Blu-tack

· Sticky tape

· Stapler (& staples)

· ‘Post-it’ note pad

· Eraser & correction fluid

· Glue

· Empty envelope files/folders

· Small towel

· Balls/bean-bags etc. for ice-breaker/energizer games 

· Computer speakers

· Laptop charger

· Extension lead

· Bottle of water

· Mobile phone

GAA 
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The secret to good session planning is in the preparation (done long enough before the actual session – not 10 mins before).  


[image: image6]
Session Structure

Each session needs to have a clear:

· Beginning

· Middle

· End
The Beginning

· Introduction of Tutor

· Explanation of the topic

· Clearly identify the outcomes to be achieved during the session
· Identification of Session Outcomes 

· By the end of this session participants will…

· Outcomes are…?

· Contract

· Acts as a framework

· Gives direction

· Aids participants understanding of what we are about

· What are the characteristics of a good outcome?

· Specific

· Measurable

· Achievable

· Realistic

· Time framed
· Use action verbs

· Plan, set up, demonstrate

· Avoid RAKU

· Recognise, Appreciate, Know, Understand

The Middle

· The main content of the session

· Tasks/Activities/Group Work – a number of options

· Tasks

· At least one task, per session 
· Allows the group to be ‘involved’ 
· Allows you to see whether they have enough  knowledge/ ability/ understanding to achieve the outcome.
· How do you do it?
The End
· Summarise the session key points
· Check for learning - Remember not all people learn the same way. You need to ensure that the information is presented at least 3 times in different ways to ensure learning occurs
· Review the outcomes. Have they been achieved?

Effective Presentations
1 Outcome 
By the end of the session the coaches will be able to……………. 

USE, OPERATE, COMPARE, DESCRIBE…………….. 
2 Content 
ADVANTAGES, DISADVANTAGE, USEFUL TIPS 
3 Methods 
· group/individual presentations, open forum 

· tape, video, flipchart, ohp, handouts, demonstration 

· task written out for each group 
· 12 minutes to prepare, 5 minutes to present. All info in handout 

4 Questions ?? 
What?

· are the main criteria in deciding what to use? 

· are the advantages/disadvantages? 

· is your experience. Share it with us? 

· av aid meets your needs as a tutor? 

Why? 
· use av aids? 

· use pen on a ohp as a pointer? 

· give careful consideration to using any av aid? 

How? 
· can av aids enhance/interfere? 

· do they contribute to the learning experience? 

If? 
· time becomes a problem how do you move things along? 

· you had to recommend an av aid, which one and why? 
5 Evaluation 
· use it, ask questions, presentation, revision workbook…… 
6 Resources 
· av equipment, paper, markers, ohp sheets, written tasks in envelope, blank audio tape, video tape, pictures/photographs, handout on advantages/disadvantages, revision workbook…………… 

Use of Audio Visual Aids

Hand-outs 
	Benefits
	Drawbacks
	Tips

	Individual can focus on information, rather than take notes 


	Some advantage in note taking (e.g. aid to memory)
	Can be produced so that details can be added during presentation 



	Cheap and easy to produce 


	
	Leave plenty of space for their own

	Comprehensive
	
	

	Comments/Actions/Tasks:




Flip Charts 
	Benefits
	Drawbacks
	Tips

	Flexible (e.g. sheets can be detached)
	Limited Writing area
	Ensure easel is solid

	Information can be referred to again later
	Can seem impersonal (distracting)
	Avoid too much information, diagrams etc

	Readily available in most places
	Awkward and heavy to transport
	Write neatly

	Different coloured pens available so easy to differentiate and emphasise
	Relatively expensive
	Prepare in advance as appropriate, use colours for emphasis

	Can be planned in advance or used spontaneously to record details of what exactly was said
	Requires good handwriting and spelling
	Avoid writing with your back to the group, try standing at the side and writing

	Transportable
	
	Have masking tape or blue tack available so that sheets can be posted on wall

	Good for diagrams
	
	Collect sheets at the end (for monitoring and group feedback)

	Easily seen
	
	Recommend one flip chart pad for every 6 people

	Comments/Actions/Tasks:


Overhead projector/PowerPoint 
	Benefits
	Drawbacks
	Tips

	Easily seen by all, providing print is large
	Can be distracting if there is too much information
	Make use of a pointer or pencil to focus attention

	Efficient way to organise and present information
	Can discourage group discussion (true if light is reduced)
	Set up well before start and check visibility from the back of the room

	Can be produced on a PC and enlarged so text and graphics can be well produced
	Dependence upon the overhead can create boredom or lack of confidence in tutor
	Always face the group and use pointer on the acetate not the screen

	Variety of pens now available
	Bulb can blow
	Have a spare bulb just in case

	Most facilities now have these
	If over dependent can detract from ability to interact with participants
	Use bullet points and keep information to a minimum

	Can be erased and re-used
	
	Take care with layout and presentation

	Can be durable
	
	Avoid walking in front of the screen

	Can be used for group feedback/summary
	
	Developing a system for handling each ohp when its been used – like an in and out tray

	Powerpoint can include phased in elements, video and animations can be operated remotely
	
	Avoid using hand written ohps unless being used to record info from participants

	Comments/Actions/Tasks:




Stop to think about how confident you feel with the following audio-visual aids: 

Very 


Somewhat 

not at all 
Handouts 


5 

4

 3

 2
 1 
Flip Charts 


5 

4

 3

 2
 1
Overhead Projector Slides 
5 

4

 3

 2
 1
Chalkboards 


5 

4

 3

 2
 1
Videos/Films 


5 

4

 3

 2
 1
Video Playbacks 

5 

4

 3

 2
 1
Tape Recorders 

5 

4

 3

 2
 1
Powerpoint 


5 

4

 3

 2
 1
Audio – Visual Evaluation Sheet
1. List the variety of audio visual aids that are available to you: 

2. Write down the main advantages of audio – visual aids: 

· Powerful impact making it easier to remember 

· Simplifies and illustrates complex ideas 
· Can entertain and motivate 

· Provides a record of the views/ideas of the group 
· Entertain/motivates 
· Reinforces key point 
· Maintains attention 
· May be easier to explain using a visual aid 

3. Write down the main disadvantages of audio – visual aids: 

· Can be a distraction 
· Can be repetitive/monotonous if used too frequently 
· Can break down 

4. Write down the three tips when using audio visual aids: 

· Do not depend on it as a prompt on content 

· Be clear about why you are using it 

· Check it works (e.g. can be read) 

· Practice using it in advance 
· Check equipment and set it up beforehand 
· Keep them simple and clear 
· Plan thoroughly 

5. Set yourself one task to help you develop your competence and confidence with audio visual aids: 

Action Step: 
Involving Coaches in Coaching Tasks


























Guidelines on how to use a Session Planner
The purpose of a Session Planner is to help you plan, implement and evaluate your session. 

Essentially it helps you to address the following questions: 

1. What do I want the coaches to be able to do? 

2. How am I going to organise it? 

3. What resources/content/questions do I need? 

When the session is over the Planner will help you measure its success: 

1. Did I achieve the desired outcomes? 

2. How do I know that I succeeded? 

Your Session Planner should contain: 
A. CLEARLY STATED OUTCOMES 
· What should coaches be able to do at the end of the session? (change behaviour/attitude, apply knowledge, develop skills….) 

· Use ‘action verbs’ … realistic for time allowed, measurable, observable 

· Concentrate on coaching skills … plan, implement, observe, set up demo, analyse etc. 

· Avoid R.A.K.U. Principle (verbs like Recognise, Appreciate, Know, Understand) 

B. WELL THOUGHT OUT PLAN OF ACTION 
· How will I gather the feedback? Are coaches asked for solutions? 
· What variety of resources will I use? How will they enhance the session? 
· How do I clarify precisely what I want coaches to do during the task? 

· How long will each stage take? What ‘get out’ stages have I built in? 

· How will I start the session? What size groups will I use? 

· What main points of content/knowledge/information will I tell/demonstrate? 

· How will I challenge the coaches to think, plan, discuss, share … to be involved? 

· What tasks will I use to involve the coaches to apply the skill to their own situation? 

· What precise questions will I ask and when? Appropriate open questions … 

C. LIST OF RESOURCES 
Materials, visual aids, handouts, worksheets, pictures, demonstrations, task sheets … 

D. MEANS OF EVALUATION 
· Did the coaches learn/improve/apply information as planned? 

· How do I know that the session was successful? 

· What checks did I put in place? What worked well? 

The format of your session may differ from time to time – e.g. the activity, number of coaches, previous experience, equipment available, space, time, venue, etc. so when planning keep your personal situation/attributes in mind and make the best of it. 

The Session Planner is a valuable tool. Use it like a diary to reflect your work accurately. 
See it as a personal record of your progress. 
Good Luck! 
Tutor Development Course – Session Planners
SESSION PLANNER 1 

NAME 





DATE 

TOPIC 



DURATION 





CLASS
 FIELD 

(Please tick) 

	Outcomes:

By the end of this session participants will be able to:

1. __________________________________________________________________


2. __________________________________________________________________

3. __________________________________________________________________


4. __________________________________________________________________



	Content 

(What information do you want to apply?)


	Delivery Method

(How will you involve the coaches in their own learning?)



	Personal reminder for Tutor



	Resources:




TUTOR DEVELOPMENT COURSE 
SESSION PLANNER 2 

NAME 





DATE 

TOPIC 



DURATION 





CLASS
 FIELD 

(Please tick) 

	Outcomes: By the end of this session participants will be able to:

1. __________________________________________________________________


2. __________________________________________________________________

3. __________________________________________________________________


4. __________________________________________________________________



	Content 

(What information will they need?)


	Method

(How will I get the message across?)



	Equipment:


	Tips for the Tutor:



	Evaluation: (to be completed after the session)



	Suggestions for Next Time:




TUTOR DEVELOPMENT COURSE 
SESSION PLANNER 2 

NAME 





DATE 

TOPIC 



DURATION 





CLASS
 FIELD 

(Please tick) 
	Outcomes: By the end of this session participants will be able to:

1. __________________________________________________________________


2. __________________________________________________________________

3. __________________________________________________________________


4. __________________________________________________________________




Introduction

	Time
	Content

(Need Vs Nice)
	Key Points for Tutors
	Presentation Methods (Interactive)

	
	
	
	


Main Part:

	Time
	Content

(Need Vs Nice)
	Key Points for Tutors
	Presentation Methods (Interactive)

	
	
	
	


Conclusion:

	Time
	Content

(Need Vs Nice)
	Key Points for Tutors
	Presentation Methods (Interactive)

	
	
	
	


Resources (How will they enhance the presentation?) 
· _____________________________________________________________________
· ______________________________________________________________


· _____________________________________________________________________
Questions (What questions will you ask?) 
What?
__________________________________________________________________
Why?
__________________________________________________________________
If?
_________________________________________________________________
How? 
_________________________________________________________________
Methods of Assessment 
(How will you measure the learning/improvement/performance? 
· _____________________________________________________________________
· ________________________________________________________________

· _____________________________________________________________________
SELECTION OF ‘ACTION VERBS’ for OUTCOME DEVELOPMENT 

Selection of appropriate outcomes is a fundamental building block of effective session planning. Use action verbs that mirror the actions of coaches and that suit the distinct purpose of your session. 

• When providing information…(the ‘WHAT’) … 
use the following type of verbs: 

Describe 
Explain 
State 

Identify 
Discuss
 Define 

Repeat 
Recall 

List 

Name 

Rate 

Check 

Outline 
Draw up 
Select 

Review 
Summarise 
Classify 

Prioritise 
Share 

Assist ………………….. 

• When using information …(the ‘HOW’) … 
use the following type of verbs 

Analyse 
Use 
Apply 

Plan 

Prepare 
Correct 

Test 

Try out Predict 
Employ 
Devise 
Operate 

Teach 

Adapt 
Encourage 
Motivate 
Integrate 
Design 

Solve 

Reflect Create 

Adapt 

Involve……………… 

As coaches learn best by DOING, it is good to have action verbs representing the WHAT and the HOW in each session 

Field Based Presentations
What are the difficulties in making field based presentations effective? 

1. Outside factors:

· noise 

· interruptions 

· distractions 

· weather 

2. Poor facilities/sharing facilities 

3. Tutor/coach relationship…………when to step in? 

4. Time factor 

5. Ability of group 

6. Knowing you are a tutor, not a coach 

7. Make sure outcomes are stated and achieved 

What are their weaknesses? 

1. Interruptions – distractions, noise 

2. Weather conditions 

3. Safety………challenge of adapting physical demands of coaches 

4. Equipment….plenty needed 

5. Attendance....you need an appropriate number 

Field Based Presentations - Opportunities they present 
• Practice of presentation skills 

• Ability to see variation on presentation skills 

• Allows you to develop tutor skills and try new ones 

• Receive feedback on your presentation from fellow tutors 

• Adhere to time………that’s a challenge 

• Safe environment for tutor and coach (sports related) 

• Feedback for tutor and coach, giving and receiving 

• Practice of tutoring in a sport specific setting 

What are their strengths? 
1. Time to practice coaching skills 

2. Safe environment and practical 

3. Coaches do work as coaches 

4. Use of equipment 

5. Hands on approach 

6. Learner centred and learner friendly 

7. Tutor can observe the coach and the player 

GAA 

Coach Education Programme

TUTOR MANUAL

Group Dynamics

A group is two or more persons who are interacting with one another in such a manner that each person influences and is influenced by each other person (Shaw M E 1976, Group Dynamics). 

For a collection of people to be defined as a group the members must: 

• interact with one another 

• be socially attracted to each other 

• share goals or objectives 

• have a shared identity which distinguishes them from other groups 

Group development 

The development of a group normally goes through the following stages: 

• Forming - the group gets together and a level of formality is common 

• Storming- heightened tension associated with competition for status and influence 

• Norming - rules and standards of behavior are agreed 

• Performing - group matures to a point where it is able to work together as a team 

There are many different forms of interaction in a group. We have social interaction (formation of friends) and task interaction (the way the members co-operate to achieve goals) 
Cohesion 
This is the extent to which members of a group exhibit a desire to achieve common goals and group identity. Research tends to support the view that high interaction teams need high task cohesion to be consistently successful, whereas for moderate or low interaction teams cohesion is less important to success. Again we have social cohesion, extent to which members of the group get on with one another, and task cohesion, the extent to which members cooperate to achieve the group's goals. The following factors affect cohesion: 

• Stability - Cohesion develops the longer a group is together with the same members 
• Similarity- Cohesion develops when the more similar the group members are in terms of age, sex, skills and attitudes 
• Size - Cohesion develops more quickly in small groups 
• Support - Cohesive teams tend to have managers and coaches who provide support to team members and encourage them to support one another 
• Satisfaction- Cohesion is associated with the extent to which team members are pleased with each others performance, behaviour and conformity to the norms of the team 

Carron (1980) defined a cohesive group as having the following characteristics: 

• a collective identity 

• a sense of shared purpose 

• structured patterns of communication 

Loafing 
Loafing is the tendency for individuals to lessen their effort when they are part of a group - also known as Ringelmann effect. Causes of loafing in a team have been attributed to individuals: 

• perceiving others to be working less hard than themselves thereby giving them an excuse to put in less effort 

• believing that their own efforts will have little effect on the outcome 

• disliking hard work and assuming that their lack of effort will not be noticed 

• feeling "off form" and believing team mates will cover for their lack of effort 

Working in Groups
Many experimental learning activities use various groupings and sub-groupings of participants as part of their design. Here are six groupings you can use in working with participants. 

Solo 

• Participants work alone 

• Suitable tasks might be completing an exercise, filling in a form or questionnaire 

• Essential for reflection and integration time 

• Best where individualised responses to a question or a problem are needed 

Pairs 

• Participants work in twos – e.g. interviewing each other, working on a task, exercise, cases, etc. 

• Good to use when matching veterans with novices 

Trios 

• Participants work in threes – e.g. completing a task, practical skills, providing feedback 

• Particularly helpful in developing skills – e.g. using a “coach”, a “participant” and an observer who watches how the “leader” performs then gives feedback. 

Fours to Sixes 
• Participants work on tasks, cases, demonstrations, etc. 

• Good for brainstorming, given proper direction. 

• Good for exchange of ideas, information and generation of cohesiveness 

Two or three large groups 
• Participants are grouped according to some categories 

• Use as basis for sub-dividing into any of the groupings above 

Total group 
• The participants stay together working as a group 

• Useful for presenting information to all participants or posing a task etc., also for building cohesiveness, group norms etc. 

• Generally to be avoided for periods longer than twenty/thirty minutes without the use of different methods 
• Useful in the later session where the total group is working well together 
Here is a brief overview of some of the experimental learning techniques you can use in designing and facilitating your course.

These techniques appear to put into practice the assumptions about adult learning discussed earlier. Keep in mind that these techniques provide only the mechanics of experience, the learning takes place within each individual 

Snowstorming 
A small or large group is asked to generate ideas according to three rules. 

• Jot down every idea that comes to mind. 

• Do not evaluate ideas; simply record them as they are offered 

• Work within a time limit, e.g. three to five minutes 

Example: 

“Here are the rules. Ask for one group member to volunteer to jot down all your ideas on flip chart paper. Try to think of as many ideas as you can without commenting on whether or not they are good or repetitive, or whatever. This activity is called brainstorming and you will have five minutes to brainstorm as many ideas as you can. 

If each group has a recorder we can start now” 

Buzz group 
• Quickly formed groups of three to six participants who are within easy reach of one another. 

• A handy method for responding to group’s need to discuss an issue beyond what you may have planned for. 

• Can be used to develop alternatives, questions, responses to a task, problems, needs and interests. 

• Less emphasis on time than in brainstorming, room for discussion of ideas, observations and reflections. 

• Depending on the task, the time limit may range from four to five minutes to twenty minutes 

Example: 

“It looks to me as if you would like to toss the issue around a little more. that if we form buzz groups with the four or five people closet to you and we’ll take the next eight to ten minutes to discuss the pros and cons of this idea?” 

(Pause for response) 
“So to recap you are going to continue your discussions and come up with a list of pros and cons about women’s involvement in coaching. Then the group will report back in the framework of a total group discussion”. 

Case Study 
• A task which requires analysis, diagnosis and the creation of a solution to a problem situation. 

• Can be effective either in small groups or as a solo task which is shared later. 

• It is often a good idea to have each group report their solutions to the main group. 

• Effective sometimes to have more than one group work on the same problem. 

• Provide feedback to the groups either through large group discussions or by one group sharing with another group. 

• Requires advance preparation 

Example: 

”Here (on a handout) is a situation that most of us encounter at one time another as coach. Read this case study carefully, analyse it, diagnose the problem and prepare the solution you feel will best resolve the issue.” 
Case Study/Role play 

This method take the case study one step further into the development of a demonstration of one group’s solution to the problem posed. 
Be sure to work out, ahead of time, exactly what each person’s role is, so that you have a clear picture of what will be happening. 
Group members select roles and enact the problem situation and the solution that they have designed 
Ask one person to act as an observer and give feedback on role play 

From: 

National Coaching Foundation 

Tutor Training Manual, Leeds 1992 

How Would you Handle?

1. Opinions which conflict with your own? 
• do not expect everyone to take your point of view 

• throw it open to the group 

• capitalise on the varied views 

• try not to be dogmatic 

2. Information offered which is inaccurate? 
• value the response ……….. try not to put them down 

• use a positive sandwich! 

• explain the evidence from the different point of view 

3. Issues not relevant to the course? 
• Tactfully !! 

• suggest they discuss it with you later 

4. Questions to which you do not know the answer? 
• suggest where they might find the answer 

• offer to find the answer 

• be honest? 

5. Someone who dominates? 
• speak to them personally 

• ask others for a contribution 

• pass on some work to them 

• steer them off politely 

6. Someone who does not get involved? 
• link them into group work 

• one to one activities 

• nominate them to answer questions / organise a group 

• encourage them 

• role play 

GAA 
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Ice breakers and Energisers

Icebreakers are used at the start of a course or session and similar activities can be used as energisers, this is for when the group have lost a bit of ‘life’ and need to be motivated and invigorated again.  There are a number of icebreaker suggestions below, but the list is endless!

Ice breakers and Energisers

AFFIRMATIVE FOLD-UPS: 

Have group comfortably sit in a circle.  Give each participant a sheet of paper and ask them to write their name on the top of the paper.  Place all of the papers in the center of the circle.  Have each participant draw a sheet from the center (not their own) and ask them to write one (or a sentence) positive word about that person at the bottom of the sheet.  They then fold the paper up to cover up the word.  Have them place the sheet back in the center and repeat on another sheet.  Participants will continue to select other’s sheets from the circle to write affirming words on, until the name is the only thing showing on the paper.  The leader can then distribute the papers to their owners.
SUPERLATIVES: 

Participants are asked to study the composition of the group quietly and to decide on a superlative adjective that describes themselves in reference to the others (youngest, tallest, most uptight, etc.).  They then tell their adjectives, explain, and, if possible, test their accuracy.
CONCENTRATION: 

The rhythm for the game is slap, slap (on the knees), snap, snap (one on each hand (right, then left).  Group sits in a circle.  One person is designated as the leader, and he/she sets the pace.  The object of the game is to get to the leader’s spot.  The leader begins the rhythm, and on one set of snaps says his/her name on the first, and someone else’s on the second (the names MUST always be said on the two snaps).  The person who’s name is said must respond on the next set of slaps and snaps by saying his/her own name and then someone else’s.  If the player does it correctly, the game continues.  If the player does not do it quickly enough, that player must move to the seat to the right of the leader, and the rest of the group moves up a seat (toward the leader’s spot) to fill in the seats.  Game continues until group has learned names well.  The pace can be as fast as desired.  
COMIC STRIP CHAOS: 

Each participant takes a turn at picking a comic frame out of the large container.  After the entire group has each chosen one, the participants begin to search for others with the same comic strip sequence.  After the participants have found everyone in their group, they must arrange themselves so that the sequence of frames is in chronological order to form the comic strip correctly.  Upon completion of sequence, the newly formed group sits down together.  Great game to break large group into smaller groups. 

BACK TO BACK: 

Every group member must find a partner of approximately equal height and weight, if possible.  The partners will lock arms with their backs to one another.  With arms remaining locked at all times, the partners will sit down on the ground, kick their legs out straight, and try to stand back up.  Then groups of four will try the same thing.  Then groups of eight, sixteen, and eventually, the entire group together.  This is the perfect activity to begin a trust sequence. 
MAKE A DATE: 

Give each participant a paper plate.  Have them draw the face of a clock on their plate with a line next to each number (no digitals!).  Then have participants walk around a find a “date” for each hour, writing their name by the hour.  The catch is, no one can make a “date” with more than one person per hour.  After everyone has made their dates, speed up time and allow 1-3 minutes for each hour.  The facilitator then asks a question for discussion on each date.  The pairs will have a chance to get to know one another.
HUM THAT TUNE: 

Each person in the group is given a small piece of paper with the name of a nursery rhyme or other song written on the paper. (i.e. “Row, row, row your boat,” “Rock-a-bye baby,” etc.)  All of the people who are given the song must hum that tune and fine everyone else singing the song.  They then form a group.
GROUP JUGGLING: 

The group starts in a circle formation.  The leader of the group will begin with one object in hand (i.e. a small ball).  The leader will ask one group member to repeat their name, and then the leader will gently toss the object to that group member.  The group member will reply “Thank you, (the leader’s name)!” The leader will reply by saying, “Your welcome, (the individual’s name)!”  The object will continue around the circle in the same manner, making sure everyone has received the object, until the object ends up in the hands of the original leader.  NOTE: During the first round, once a group member has tossed the object, have them cross their arms to prevent repetition.  
The same pattern will start again with the leader adding more objects.  Once an object has been dropped, the pattern starts all over with the first object.  NOTE: The leader should mix up sizes and shapes of objects (i.e. a rubber chicken, toilet paper, etc.) 

NAME TAG MANIA: 

Participants are given a name tag and a magic marker.  They are asked to print their name on the upper portion of the name tag and then to draw three objects that represent who they are on the bottom portion of the tag.  After completing the activity, participants are then asked to share their names and what they drew on the tags.  (i.e.  My name is Jess.  I drew a sailboat, a dolphin, and a paint brush.) 
BEACH BALL QUESTIONS: 

Write a number of questions on a beach ball (as many as you can fit in) – pass the ball around the group – wherever the persons left thumb is, they must read out and answer that question, example questions…
1. What would you like your nickname to be? 
2. What do you consider your nicest feature? 
3. If you could bathe in a vat of any drink or food item, what would you choose? 
4. What is the dirtiest word in the English language? 
5. What song do you keep hearing over and over and over again? 
6. What are you most proud of? 
7. If you were to wipe one country off the map, which would you choose? 
8. What is the worst piece of clothing someone can wear? 
9. How many keys do you have on your key ring? 
NONSENSE NAME GAME:

Introduce yourself to the group with a sentence based upon the first letter of your name. Examples: 
"I'm kooky Katherine. I like kissing kittens."
(Pattern: I'm ADJECTIVE NAME. I like ACTION-ing NOUN)

"I’m darling Dorothy. I like dancing daily." 
Participants introduce themselves to the group with their sentences.

"I'm generous George. I like giving gifts." 
YOUR FAVOURITE THINGS:

The trainer divides the group into pairs and ask participants to tell each other their favourite food or name the animal they feel best describes them and why. This information is shared with the group when participants introduce their partners.

CATCH ME IF YOU CAN: 

Players should be paired up.  All players divide into two lines (facing in) shoulder to shoulder, with partners facing each other.  Participants should be given approximately 30 seconds to look at their partners, taking in all details about the individual.  The leader then instructs the two lines to turn and face away from the centre.  One or both lines has 15-20 seconds to change something about their appearance (i.e. change a watch to different wrist, unbutton a button, remove a belt, etc.).  The change must be discrete, but visible to the partner.  The players again turn in to face each other and have 30 seconds to discover the physical changes that have been made.  Players get to interact with each other and have fun!
MAROONED:

Divide the participants into teams. Ask the participants to pretend they are marooned on an island. Have the teams choose five (the trainer can use a different number, such as seven, depending upon the size of each team) items they would have brought with them if they knew there was a chance that they might be stranded. Note that they are only allowed five items per team, not per person. Ask each team to write their items on a flipchart and discuss and defend their choices with the whole group. This activity helps them to learn about other's values and problem solving styles and promotes teamwork.
CHALKBOARD SENTENCES: 

This exercise asks the participants, working in teams, to race against one another to formulate a sentence to which each team member has added a word.  The facilitator begins by explaining that the participants will be competing to see which team is the first to complete a group sentence.  Next, the participants are asked to divide into two teams.  If the group contains an uneven number, one participant may compete twice.  The group leader sets up blackboards or newsprint for each team.  The teams then are to line up 10 feet from their board.  After giving the first person in each team’s line a piece of chalk or marker, the leader explains the rules of the game.  The rules are as follows: Each team member is responsible for adding one word to the sentence.  The players take turns; after they go to the board and write one word, they run back to give the next player the marker, and then go to the end of the line.  (The sentence must contain the same number of words as there are members on the team.)  A player may not add a word between words that have already been written.  
The group leader may wish to process the activity with a discussion on the most serious aspects of the exercise (i.e. the value of anticipatory thinking, the individual cooperating in a group task, etc.).

KEEP IT UP: 

The players form two or more teams with 10-12 players on a team.  Each team gets into a circle.  Each team is given a volleyball (or similar type ball of any size).  The players attempt to keep their ball in the air the longest.  When a team wins, they get a point.  The team with the most points wins.  Do not allow players to catch the ball during play.  NOTE: To vary, change the way of scoring...say the all must be hit in the order of the participants in the circle.

LAP SIT: 

The group will start in a circle.  Every group member will turn placing their left leg towards the inside of the circle.  Everyone will take one giant step into the middle of the circle.  With hands on the person’s shoulders in front of you, the group will sit on each other.  The group will need to work together to communicate.  Once this has been completed, the group may wish to try to walk in this formation.  This is a dynamic activity - and one that will make the group feel a great sense of accomplishment when successfully completed!

LIFELINES: 

Each member draws a line on paper to represent the highs, lows, significant events, turning points, etc. of his/her life to date (can also project into future).  Members share their lifelines with other members.  Members ask questions about each other’s lifelines.  This exercise also can be done with pipe cleaners and verbal explanations. 
MACHINE GAME: 

The object of this game is to create a machine out of a group of people (i.e. ceiling fan, hot air balloon, watch, etc.).  You might want to split your group into two or three smaller groups.  Each person is required to be accountable for one noise and one motion of the machine.  The group members should then put their motions and sounds together to create the machine.  Give each group about 5 minutes to work together and prepare, and then have the groups present to everyone.  Ask the other groups to guess what machine the group is.
BLANKET NAME GAME: 

Have your group divide itself into two groups.  Tell them to sit on the floor facing each other.  Hold up a blanket between the groups so that each team can not see the other.  A member of each team is quietly selected to move up to the blanket.  On the count of three, drop the blanket so that each of the selected members is facing each other.  Whoever says the other person’s name first, wins.  Whoever loses, goes to the other team.

PENNY FOR YOUR THOUGHTS: 

All participants are given a bag with pennies (each participant should have one penny for each member in the group - if there are 20 people, players each should have 20 pennies).  Participants go around the room to each other and trade “a penny for a thought.”  Participants trade pennies - and positive thoughts about what they think of one another.  What an incredible activity and a wonderful way to end an experience!  Activity continues until all participants have shared with every member of the group and has a new bag of “pennies for thoughts.”

PIECE OF THE PUZZLE: 

Facilitator should cut a puzzle out of poster paper ahead of time.  (There should be one piece for each member of the group.)  Have participants decorate their piece to represent who they are and what they feel they can contribute to the group.  Once participants are done, have them share what they have on their piece.  Participants should them assemble the puzzle.  Facilitator should initiate a discussion on the power of everyone coming together, how much more of an impact a put together puzzle can have, than separate pieces, and how a final product could not be reached without a contribution from every piece of the puzzle.

ADJECTIVE NAME GAME: 

The group is formed in a circle, and each group member is required to think of an adjective that describes him/her AND rhymes with the individual’s first name.  Each group member will amplify their new creative name, and the rest of the group will repeat that name and all the names of the previous people. 
SING DOWN: 

Teams are created of anywhere from three to ten in a group.  The leader will give the groups a word (i.e. love, boy, dance, etc.), and give the teams one minute to think of as many songs as they can with that word in it.  Once the minute has passed, one team begins by singing a part of a song with that word in it.  All team members must sing it.  The other team then responds.  NO SONGS MAY BE REPEATED.  The group who has the most songs, wins.  The process then can be repeated with another word.

TINKER TOY COMPETITION: 

The group leader should bring a box of small toys and divide the pieces in two (or however many groups there are).  Each group of people is given the toys and the following instructions: 

1.  You have five minutes to create the tallest structure you can with the  pieces 

you have been given. 

2.  You then have an additional five minutes to build the longest structure. 
TOUCHSTONES: 

This activity is best done at the end of a group experience.  All participants are asked to choose a touchstone (marble or rock if location permits) from a jar, bag, etc.  The facilitator then reads the following and gives all participants a copy to take with them to remember their experience: 
We all came here as individuals, bringing our own personal styles and characteristics.  We have each given a part of ourselves to the group.  This is what being an individual is all about.  We have learned about others and also about ourselves.  We all are unique pieces of the puzzle, with our own thoughts, ideas, beliefs, and dreams.  We are valuable because of this and what we have to offer to others. 
No one else is exactly like us.  We need to look in at ourselves, see who we are and recognize our potential.  We have the ability to accomplish whatever we start out to do.  Know that we have no limits and only we can make things happen. 
I want you to take all you have experienced here and keep it with you.  These Touchstones represent the experience we have shared together.  Take one, look at it, and remember who you are.  Each stone is different - as each of us is our own person.  But, they are similar too - each with hopes, desires, and ambitions.  Dig deep inside and always have the courage to be yourself.  You are a wonderful individual just as you are. 
Keep this Touchstone and know the power and energy you feel here will always be within you.  Do not forfeit your potential to fulfil all you set out to do.  Listen to the voice inside you, think about all there is for you to accomplish, and challenge yourself to do it.  Go on....the power lies within. 

WHAT YOU DON’T KNOW: 

Tape a blank piece of paper (poster board - kind of like a billboard over the person’s head) on everyone’s back.  The members are to write a compliment or positive comment on everyone’s back.  At the end of the session, explain that a lot of times we tend to give compliments behind someone’s back and it is not very often that we actually say these things to people’s faces.  We sometimes take for granted the positive aspects of others.  If you wish, you may also explain that criticisms often are given behind other’s backs as well, and that it may be more effective if they go to the person, instead of others.  Have the group members pair up with someone they would like to get to know better and remove the paper from each other’s backs.  They should then explain to that person why they would like to get to know him/her better.

VALUES DISCUSSION: 

Have participants find two people who are wearing the same colour as them.  Have them find a spot where they can talk together.  Instruct them they will be talking about some issues and you will give them new topics every few minutes.  Here are some samples: 
· Talk about the most important thing you learned this year. 
· What are the easiest and hardest emotions for you to express and why? 
· What is something that few people know about you? 
· What do you value in a friend? 
· What do you want to be doing in five years? 
· What is one goal you have for next year? 
· What is a motto you try to live by? 
· What is the greatest challenge you are facing? 
· What do you like most about yourself? 
· What do you value in a loving relationship? 
· What do you value most in life? 
ICE-BREAKER (1)

Separate each of the ‘first lines’, the poems title & the author (3 ‘bits’) – spread them all around the room you are working in, either on the floor or on the walls.  Give the group 5 mins to put the first lines, their author and the poems title back together again.

This is the night mail crossing the Border

Bringing the cheque and the postal order




NIGHT MAIL – W.H.AUDEN

When you are old and grey and full of sleep

And nodding by the fire, take down this book

WHEN YOU ARE OLD – W.B.YEATS

Mcavity’s a mystery cat; he’s called the Hidden Paw

For he’s the master criminal who can defy the law.

MCAVITY THE MYSTERY CAT – T.S.ELIOT

Twas brillig, and the slithy toves

Did gyre and gimble in the wabe

JABBERWOCKY – LEWIS CARROLL

Full fathom five thy father lies

Of his bones are coral made

‘ARIEL’S SONG’ from THE TEMPEST – SHAKESPEARE

If you can keep your head when all about you

Are losing theirs and blaming it on you

IF – RUDYARD KIPLING

I wander’d lonely as a cloud

That floats on high o’er vales and hills

DAFFODILS – WILLIAM WORDSWORTH

On the Ning Nang Nog

Where the cows go bong

ON THE NING NANG NONG – SPIKE MILLIGAN

Twas midnight in the schoolroom

And every desk was shut

THE ABC – SPIKE MILLIGAN

I’ve eaten many strange and scrumptious dishes in my time

Like jellied gnats and dandyprats and earwigs cooked in slime

THE CENTIPEDE’S SONG – ROALD DAHL

He clasps the crag with crooked hands;

Close to the sun in lonely lands

THE EAGLE – ALFRED, LORD TENNYSON

Busy old fool, unruly Sun, why dost thou thus,

Through windows and through curtains call on us?

THE SUN RISING – JOHN DONNE
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Listening and Questioning - An aid to learning


“I keep six honest serving men 

(they taught me all I knew) 

Their names are what and why and when 

And how and where and who” 

(Rudyard Kipling) 

In order to involve people in successful interactive group work we need to use effective questions and demonstrate sound listening

What are the barriers to listening? 
Noise  

Strong Emotions 

Prejudices 

Mental Laziness 

Physical tiredness or discomfort 

Desire to talk 

Distractions, mind wandering 

Reactions to the speaker 

Overcoming these barriers is a matter of deliberately cultivating a good listening technique 

L …. Look, and look interested 

I …. Identify the issues 

S …. Suspend judgment 

T …. Test your understanding 

E …. Exclude your emotions 

N …. Notes, noises and non – verbals

Listening Quiz

How much do you know about listening? 
Are these statements true or false? Discuss with your partner(s), you have 5 minutes 
i Most people listen more than they speak. 

ii Good listeners don’t say anything while listening 

iii Good listeners look at the speaker 

iv People listen well when they feel strongly about the topic 

v Listeners are more influenced by what is said than by how it is said 

vi People listen to criticism 

Suggested answers to the listening quiz. 
1. TRUE 
About 2/3 of face to face communication is spent listening and only 1/3 speaking 
2. FALSE 
Listening is an active process. Good listeners show that they are listening by making encouraging noises and checking their understanding 
3. TRUE 
Eye contact is the biggest encouragement of all. Without it there is no encouragement
4. FALSE 
The strength of their feelings actually gets in the way as their minds are full of what they think.
5. FALSE 
People are influenced 7% by the words spoken 
38% by the way they are spoken 
55% by the way the speaker looks 

If a speaker’s words conflict with the non verbal message given by voice and manner, listeners variably respond to the non verbal message 
6. FALSE 
People do not usually listen well to criticism…. Hurt, defensive or angry reactions tend to take over, unless the person giving the criticism is particularly skilled, trusted and respected. 

Questions

Why ask questions ? If you are not asking questions you are not learning.

• Group interaction 

• Check level of knowledge 

• Heighten awareness 

• Involve people in their own learning 

• Reinforce content 

• Review a topic 

• Create discussion 

• Redirect discussion 

• Check for understanding 

• Stimulate thought 

• Help learning 

Difficulties to overcome …………….. ? 
• Can be threatening 

• Need planning 

• Safer to give information …. more in control …. but is it more effective? 

• Involves listening 

• Has time implications 

• Demanding …. Words used, tone, delivery, timing all needs to be correct 

Types of questions 
We will focus on two main types 
CLOSED 
· Closed questions limit the response to a single word or a YES / NO answer. 

· Closed questions have only one answer 

· Closed questions generally begin with …. can, are, will, do, have, does 

· e.g. Do you agree that the local football team is a good one? 
OPEN 
· Open questions generate active discussion and good responses 

· Open questions have many answers 

· Open questions generally begin with …. what, when, where, how, why 

· e.g. What do you think are the good points of the local football team? 
What type of questions are these ? 
1. How do you prepare ………. ? 




OPEN 

2. What effect does the slower approach ……………..? 

OPEN 

3. Did you use those mental fitness guidelines we practised ? 
CLOSED 

4. Surely, you didn’t forget to bring the flipchart ? 


LEADING 

5. How did you feel when that happened ? 



OPEN 

6. You look tired, are you ? 





LEADING 

7. Did the other coach agree with you ? 



CLOSED 

8. Why do you feel more comfortable doing it that way ? 

OPEN 

9. Do you agree with me .. or will you …and ring me about it later ?











MULTIPLE 

10. Wouldn’t the sensible thing be to leave it as we agreed ? 












LEADING 

11. What other options do you have ? 




OPEN 

12. If they change to a man-to-man defence what would you do? 











OPEN 

DO’s and DON’Ts 

Here are some tips that will help coaches to ask and encourage effective questions. 

DO’s 

· Always prepare questions in advance 

· Effective questions seldom arrive when you are ‘on your feet’. 
· Clearly state the aim of the questioning at the start 

· Put the person at ease. Non threatening, safe environment. 
· Always acknowledge answers positively 
· “Thank you” 
· Do you consider answers before responding 

· Listen, think, then reply. 
· Do use silence when appropriate 

· Pause for 5-10 seconds. Do not rush in to fill the silence. 

· Do probe for extra information 

· “It never works” ……..Never? “It always happens” ……. Always ? 
· “What do you mean by …….. “? 
· Always check for understanding by summarising 

· “So what you are saying is …… 

Include any additional points that were relevant to you. 
DON’Ts 

· Don’t ask long winded questions 

· They will be misunderstood. 
· Don’t ask multiple questions 

· Don’t ask leading or loaded questions 

· Don’t you think it would be better to ….. 
· Don’t ask trick questions 

· Don’t use complex inappropriate language 

· Don’t assume the answer 

· Listen / Pause 
· Don’t be side tracked by answers 

· We’ll come back to that one later! 

Include any additional points that were relevant to you 
References A Guide to Mentoring Sports Coaches, National Coaching Foundation (1998) 

Coaching Your Employees, Nancy Stimson (1994), Kogan Page 

The Management Pocketbook Series: Trainers Pocketbook, John Townsend (1996) 

Terry Orlick audio tape, Free to Feel Great (1993)

Effective Questions and Active Listening in Summary

Purpose of Questions 
• To compel attention 

• To focus for precision and detail 

• To create feedback loop 

Construction of Questions 
• Ask open questions, “what, when, where who” etc. (facts) 

• Ask probe questions “how much, how often, how many” etc. (detailed facts, divergent analysis). 

• Caution 

“Why” (defensiveness, convergent analysis, assumptions, rationalisations). 

“How” (when unqualified causes vague response) 
• Start broad and then narrow to increase focus 

• Follow their interest and use their words 

Process 

Ask – Effective Questions
Active Listening
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Feedback and Assessment

WHY ASSESS? 

Measure ability 



Maintain standards 


Make comparisons 


Quality control 


Provide feedback 


Monitor progress 


Make judgement 


Inform re strengths/weaknesses 


Motivate 




Discriminate (grades/certs) 


Testify to achievement (Certificate) 

Unconscious learning is convenient but difficult to …..

· Organise 

· Pinpoint 

· Share 

· Check 

· Transfer 

· Improve 

Qualities of a Good Assessor
• Patient Knowledgeable Trustworthy 

• Open Fair Empathic 

• Unprejudiced Systemic Honest 

• Organised Relaxed Sympathetic 

Tutors should…………. 

• Clarify expectations 

• Give feedback 

• Help coaches develop as people and as coaches

WHAT ARE THE TOOLS OF ASSESSMENT? 
The purpose of a tutor is to create an environment where… 

• Coaches are likely to be successful 

• Behaviours, skills and risks involved in continuous development are encouraged and facilitated 

Examples of what are traditionally used to assess…….. 

• Observation of coaching practice (real or simulated) 

• Oral examination 

• Projects, e.g. coaching diary, season – year planners etc. 

• Written papers 

• Essays 

• Reports on experience e.g. Logbooks, portfolios 

Facilitating Feedback
CRITICISM 
Focuses on problem rather than solution. 

Use sparingly 

REFLECTION 
Requires listening and questioning skills 

(guided self discovery) Non-directive feedback 

ADVICE 

Directive, assumes one way, assumes your way. 

You do not want to prepare a clone. 

Assume can equal ‘Ass of U and Me’ 

PRAISE 

Has a flipside. Good v Bad 

Focus on effectiveness of what took place 

Asking a good question is more valuable than giving praise 

How Can Assessment be Fair and Consistent?
Coaches have the right to know… 

· What is expected of them 

· How they are doing 

· How they can improve 

Be clear about what it is you are assessing 

Let the procedure be known early 

Allow choice of assessment method 

Have sound technical/personal skills 

Be open so that personal preferences do not affect judgement 

Be unprejudiced re background, age, gender, looks, clothes etc. 

Information Feedback

The conscious brain, using a collection of learned movements, controls the action when we choose to move. For the movement to progress successfully the athlete requires feedback which then allows the athlete to evaluate the effectiveness of the movement performed. There are three loops in this feedback process: 

• Exteroceptive feedback – the outcome of the movement through the athletes senses, observation of the outcome by the athlete, observations from the coach, via video 
• Proprioceptive feedback – from proprioceptors in the muscle and tendons and the balance sensors which provide information on the ‘feel’ of the movement. Athletes can use this feedback to make fine adjustments to the movement. 
• Kinaesthetic feedback – information fed directly into the spinal cord from the muscles, tendons and joints to give information that can be responded to without conscious control. 

Types of Feedback 
The type of feedback used will depend on the performer and the skill being learnt. Feedback can be in the form of: 

• Intrinsic Feedback – information received by the athlete as a direct result of producing a movement through the kinaesthetic senses – feelings from muscles, joints and balance. 
• Extrinsic feedback – information not inherent in the movement itself but which improves intrinsic feedback. This is also known as augmented feedback. There are two main categories: 

o Knowledge of performance (KP) – information about the technique and performance. This can be provided verbally from the coach or visually via video. This enables the athlete to establish a kinaesthetic reference for the correct movement e.g. an analysis of the sprinters action. 

o Knowledge of results (KR) – information with regards the result of the athletes performance e.g. the sprinters 100metre time 

• Positive feedback – used to inform the athlete as to what was correct about the movement. Athletes need to know if a movement is correct as this provides the reference point for future execution of the movement. Positive feedback is essential in motivating athletes. 
• Negative feedback– Used to inform the athlete as to what was correct about the movement. Negative feedback must include information on the action(s) required by the athlete to achieve the correct movement. 
• Terminal feedback – information provided to the athlete before or after the performance 
• Concurrent feedback – information provided to the athlete during the performance. 

Tips on Giving and Receiving Feedback

What is feedback all about? 

Feedback is about assessing individual performance to determine if: 

· Performance expectations are being met 

· Results are being achieved 

Ingrid Bens of Participative Dynamics, Toronto, in her book Facilitating with Ease states: 

“Feedback is always meant to be positive. Its goal is to improve the current situation or performance – its goal is never to criticise or offend. The structure of giving feedback is a reflection of this positive intent.”

She offers the following general principles for providing feedback: 

Be descriptive rather than evaluative – tell the other person what you notice or what has happened. Avoid all comments about them as a person 

· Be descriptive rather than evaluate – tell the other person what you notice or what has happened. Avoid all comments about them as a person. 

· Be specific instead of general – describe exactly what happened so that facts, not impressions, form the basis of the feedback. 

· Solicit feedback rather than impose it – ask the other person if you can give them feedback. If they say no, respect that this may not be a good time. Collaborate to determine a more convenient time. 

· Time it – feedback should be given as soon as possible after the situation being described 

· Focus on what can change – make suggestions for improvements that the person is capable of implementing 

· Check the feedback – make sure your understanding is accurate and fair. Check with the person or even with others to avoid misjudging the situation 

· Demonstrate caring – offer feedback with the positive intent of helping the other person. 

“It is never easy to give direct feedback” says Bens, “so use the right language.” She recommends following “The Eight-Step Feedback Process.”

1. Ask permission to offer feedback 
This is a way of signalling that you intend to give feedback and it allows the other person to tell you if it is a bad time to hear feedback and to pay careful attention to what is being said. 

2. Describe specifically what you are observing 
Give a clear and specific description and avoid generalising, exaggerating or offering emotional accounts. 

3. Tell them about the direct impact of their action 
Describe the impact on individuals, the program or the department. Keep it objective. Don’t get personal. Avoid blaming. Deal with the facts of the current situation. 

4. Give the person an opportunity to explain 
Listen actively; use attentive body language and paraphrase key points. 

5. Draw out ideas from the other person 
Frame a whole thing as a problem to be solved. Get people to offer their own ideas, the more people self=prescribe the better. 

6. Offer specific suggestions for improvement 
Make suggestions that will improve the situation. Wherever possible, build on the ideas suggested by others. 

7. Summarise and express support 
Demoralising people does not set the stage for improved performance; offering encouragement and ending on an optimistic note does. 

8. Follow up 
Make sure you end the feedback discussion with clear action steps 

Lynn Gaines, a Human Resources Manager, in an article, Your Work Stinks!, Executive Female, May/June 1995, provides the following suggestions: 

1. Base your feedback on significant incidents or events related to the employees performance. Describe the significant incident and provide a step-by-step statement of how the incident should have been handled (e.g. you are always late vs. today you were 30 minutes late, the third time this month). 

2. Discuss the significant incident as soon as possible after it occurs. Avoid trying to give feedback in one giant lump. Like a large gulp of ice cream it can be hard to swallow 

3. Give feedback face to face and ensure that the venue is private (let the saying “praise in public, punish in private,” be your guide) 

4. Avoid giving positive feedback on the run. Do have a brief private meeting and deliver your feedback with a clear, unmixed message. Gaines recommends that we avoid the "hamburger criticism,” sandwiching a critical message between two pieces of praise. 

5. The guilt that we will destroy someone with words is one of the main reasons that managers avoid criticizing an employee. Gaines takes the position that managers should not let themselves of the hook with excuse. As Ingrid Bens notes, the intent of the feedback should focus on the goal of improving the current situation or performance. 

6. You should not Gaines warns, allow yourself to be manipulates. She recommends that you avoid being cornered into giving feedback that is more positive than you intended. 

Receiving Feedback

For Bens, the key is how to receive feedback in a non defensive manner. 

She shares the following tips: 

• Listen actively 
Make eye contact with the speaker. Ask probing questions to make sure you understand what is being said. 

• Don’t get emotional 
Breathe deeply. Sit back. Adopt a relaxed body posture. Lower your voice. Speak slowly 

• Don’t get defensive 
This is not aimed at you personally. Understand the other person’s perspective before presenting your side of the story. Ask for more details on points you don’t agree with 

• Accept the input 
Even when you don’t agree with all of it, there will be some good ideas – accept them. This shows respect for the other person’s perspective. 

• Work to improve 
Devote your energy to finding improvement rather than disputing observations. Don’t put the burden of solutions to the other person. Offer ideas of your own. 

Feedback Quiz
Take this short True-False test to check your common sense about feedback. Discuss each statement and give reasons for your answer. 
1. Save feedback until the end of practice so as not to disrupt practice time 

TRUE 

FALSE 

2. You and your assistants should be the only people providing feedback 

TRUE 

FALSE 

3. When giving feedback, don’t need to say what was done incorrectly; just provide feedback about how to do the skill right 

TRUE 

FALSE 

4. Provide frequent positive feedback (like “well done”, “nice job”, etc.) 

TRUE 

FALSE 

5. When someone is making mistakes, it is best to correct only one error at a time 

TRUE 

FALSE 

6. Use sight and sound in providing feedback. 

TRUE 

FALSE 

Adapted from ‘Successful Coaching’, Rainer Martens 
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Facilitation Skills
DESCRIPTION 

A facilitator is a carer, an on-going supporter, a mirror to reflect others work and effort. 

QUESTION 

How does a facilitator hit the nail on the head and maintain a positive constructive, on-going, caring relationship? 

EXTRACT 

John McGaherans book “That they may face the rising sun” page 186 

“They could not live with him and they could not be seen – in their own eyes or in the eyes of others – to refuse him shelter or turn him away. The timid gentle manners, based on a fragile independence, dealt in avoidances and obfuscations. Edges were softened, ways found around harsh realities. What was unspoken was often far more important than the words that were said. Confrontation was avoided whenever possible. These manners open to exploitation by ruthless people, held all kinds of traps for the ignorant or unwary and could lead into entanglements that a more confident, forthright manner, would have seen off at the very beginning. It was a language that hadn’t any simple way of saying no”. 

KEY WORDS 

Refuse, timid avoidances, obfuscations, realities, unspoken, confrontation, manners, exploitation, traps, ignorant, no. 

· Obfuscate: To obscure bewilder 

· Ignorant: Lacking knowledge 

· Confrontation: To be or come face to face with 

Role of the De-briefer

	· Help create the conditions which facilitate learning and evaluation 



	· Use the debriefing model for reviewing the presentation 



	· Ask open questions 



	· Encourage analytic listening skills 



	· Provide good summarising responses 



	· Keep the group to time 




The Debrief Method
REINTEGRATE 
• Invite the ‘presenter’ back into the fold 

REASSURE 
• Take charge 

• Be constructive, do not patronise 

• Comment on what actually happened 

PERSONAL INVOLVEMENT 
• Listen 

• Reinforce the main points 

GROUP DISCUSSION 
• De-personalise the issues 

• Lead the questioning 

• Lead on the key issues 

• Pick up the vibes 

• Ask open questions ‘why’ ‘how’. 

• Involve everyone 

• Probe for elaboration 

• Allow time, be patient before rushing back in 

• Summarise 

PERSONAL IMPROVEMENT GOALS 
• Inspire 

• Direct 

• Be precise 

• Clarify that improvement steps are acknowledged 

Questions Suitable for the Re-integration Phase of the    
Debriefing Process

· How did your session go in relation to your plan? 

· organisation 

· tasks/methods 

· outcomes 

· content 

· time 

· Were you happy with the facilities you used? 

· How did the AV enhance the session? 

· What was the most difficult choice you had to make when planning? 

· Did it work? 

· Why? 

· How would you change the presentation if doing it again? 

· What P.I.G.S. did you concentrate on? 

· Did you achieve it? 

· How do you think the coaches benefited from the session? 

A De-Briefer ……

• Helps coaches to see themselves, to identify what they are able to do very well and helps them build on those strengths. 

• Is all things to all coaches. 

• Ensures that coaches experience the process of coach education in an enjoyable and beneficial way. 

• Helps coaches to enjoy and understand how to do a task. 

• Encourages coaches to ‘give it a go’ and to have fun. 

• Helps coaches to be more effective. 

• Inspires coaches to develop into the kind of person we would all like to know. 

• Helps coaches to solve their own problems. 

• Helps coaches to help other people become better. 

• Chats to coaches about their work – helps them get even better at doing it. 

• Helps coaches achieve things they would like to do. ” 
The Ideal De-Briefer Should
(As seen through the eyes of the coaches)

DESCRIPTION 
• Be a guiding light 

• Know the skills of coaching 

• Be an improving factor the coach – after, not during the presentation. 

• Be an ongoing supporter 

• Be a carer 

QUALITIES 
• Be helpful and non-threatening 

• Be good mannered, cheerful and positive 

• Have a friendly and positive approach 

• Be reassuring to individual coaches 

• Be flexible 

• Give positive vibes 

• Be enthusiastic, bubbly, attentive and well prepared 

• Be challenging but supportive and affirmative 

• Be positive……………..and yet not too positive!! 

• Stay in the background 

SKILLS 
• Use constructive feedback. 

• Give 2/3 PIGS, enough to be getting on it. 

• Observe, listen. 

• Give constructive feedback. 

• Adhere to time. 

• Advise on PIGS for next presentation. 

• Ensure environment suits each coach. 

• Ensure equipment is safe. 

• Stick to time but accommodate a little leeway. 

• Stand back and let coach work a little more on their own, i.e. do not interrupt. 

• Give good analysis of the session (ABC: accurate, brief, clear). 

• Make it a positive learning experience for the coach. 

• Allow the coach to present without interference. 

“The start of an argument is like the first break in a dam; stop it before it goes any further” Proverbs 17:14
What Should A Coach Be Able To Do?

• Apply adult learning principles 
• Be good at prompting sport specific material 
• Provide constructive feedback 
• Impart knowledge 
• Plan, organise, deliver and evaluate 
• Set tasks that are linked to the outcomes of the session 
• Meet coach’s real needs 
• Meet NGB needs
• Evaluate self, tasks and coaches 
• Be flexible…to coaches, facilities, subject matter, level of courses 
• Respect the value of the process 
• Motivate 
• Show respect. 

A Typical Coach

[image: image8.wmf]
	Before a Presentation
	After a Presentation

	· Nervous
· Uncomfortable
· Apprehensive
· Relaxed
· Quite Confident
· Prepared (?)
· Fear of Involving People
· Overloaded (Planned)
· Worried
· Afraid
· De-motivated

	· Switched off

· Relieved

· Anxious

· Defensive

· Guarded

· Hopeful

· Exhilarated

· Delighted

· Thirsty

· Confident

· Closed to Ideas


The Session

A Good Presentation Has a Clear Direction 














By the Tutor

(Self Evaluation)

What Does A Well Prepared Session Look Like?

• Facilities and visual aids (used well) 
• Run to time 
• Variety of appropriate delivery methods 
• Fun/enjoyable 
• Busy/involvement of coaches 
• Good management skills 
• Looks well managed 
• Focuses on coaches needs 
• Has a structured session plan. 
• The plan should: 
- Highlight outcomes from start to end 

- Be phrased in action words 

- Reflect previous P.I.G.S. 

- Consider time, place, and audience. 

• Tasks focus on coaches applying information.
• Filters information through their own personality 

What basic elements should we look for in all presentations? 
· Good session planner (written and handed in). 

· Structure ……. a clear start, middle and end. 

· Outcomes …… realistic, action verbs and linked to delivery. 

· Interactive Tasks – that challenge and are brought to a conclusion. 

· Questioning skills (what? why? if? how?). 

· Coach/involvement/activity. 

· 

· Time for evaluation and discussion. 

· Adaptable/flexible presentation skills. 

· A good atmosphere (friendly but work-like). 

Secrets of Successful Facilitators

We spent the past 10 years in some futile field research. We interviewed and observed several facilitators and the groups they facilitated in an attempt to identify the secrets of effective facilitation. These facilitators were selected on the basis of high ratings by their peers and participants for a positive process and productive results. Initial data from our observations and interviews were disappointing and confusing. We did not find consistent common behaviours among these effective facilitators. Further, even the same facilitator appeared to use different behaviours with different groups, even when conducting the same small group activity. The same facilitator sometimes used different behaviours with the same group within the same activity at different times. As we collected and classified more data and reflected on the patterns we realised the real secret of effect facilitators was buried within the apparent inconsistency. We re-examined the data and came up with these five conclusions: 

• Effective facilitators are flexible. They modify their small group activities before and during use. 

• Effective facilitators are adaptive. They modify their small-group activities along six critical tensions. 

• Effective facilitators are proactive. Before using a small group activity, they modify it on the basis of the characteristics of the participants and the purpose of the activity. 

• Effective facilitators are responsive. They make modifications during the small-group activity to keep the different tensions with acceptable ranges 

• Effective facilitators are resilient. They accept whatever happens during the small-group activity as valuable data and smoothly continue with the activity. 

To capture the flexibility demonstrated by effective facilitators, we need to understand the tensions on which this flexibility is based. Our analysis suggests six critical tensions within any small-group activity that can be powerful in enhancing or destroying its effectiveness. These tensions are identified in the following behaviourally-anchored rating scales: 

The Six Tensions in Small Group Activities 
Structure: How rigidly or flexibly should the small group activity be implemented? 
1. Tightest: Explain the rules in detail at the beginning and enforce them rigidly 

2. Tight: announce the rules in the beginning and enforce them fairly strictly 

3. Neutral: give an overview of the rules and enforce them flexibly 

4. Loose: explain the rules only when needed and apply then loosely 

5. Loosest : make up the rules as you go along and use them arbitrarily 

Pace: How rapidly or leisurely should the small-group activity be implemented? 
1. Fastest: Constantly rush the participants and impose tight time limits 

2. Fast: Keep the activity moving at a fairly fast pace 

3. Neutral: Keep the activity moving at a comfortable pace 

4. Slow: Keep the activity proceeding at a fairly slow pace 

5. Slowest: Constantly slow down the activity 

Interaction: How do group members relate to each other? 
1. Most cooperative: Maintain a high level of cooperation by focusing on external threats and obstacles 

2. Cooperative: De-emphasise scores and encourage the participants to help each other 

3. Neutral: Maintain a balance between cooperation and competition 

4. Competitive: Keep scores and encourage participants to outperform their opponents 

5. Most Competitive: Encourage cut –throat competition by constantly pointing out that winning is the only thing, and announce a reward to be given to the winner 

Focus: which is more important a positive procedure or efficient results? 

1. Most power focused: Keep the activity interesting playful and creative 

2. Process focused: Keep the activity enjoyable. 

3. Neutral: Maintain a balance between an enjoyable procedure and efficient results 

4. Results focused: De-emphasise the enjoyment of the activity and focus on getting the job done. 

5. Most results-focused: Constantly emphasis the goals, results and outcomes of the activity 

Concern: Are we most concerned about individual or group needs? 
1. Greatest individual concern: Focus on individual needs and ignore group needs 

2. Individual concern: Focus a little bit more on individual needs than on group needs 

3. Neutral: Maintain a balance between individual needs and group needs 

4. Group concern: Focus a little more on group needs than individual needs 

5. Greatest group concern: Focus on group needs and ignore individual needs 

Control: Where should group members look for direction and validation? 

1. Most identical: Take an unobtrusive role. Let the group decide what is valuable to them 

2. Internal: Take a background role. Avoid giving suggestions and feedback. 

3. Neutral: Maintain a balance between participating and withdrawing from group activities. 

4. External: Take a consultant role. Give suggestions and feedback. 

5. Most External: Take a leadership role. Provide authoritative advice and evaluation. 
Maintaining a Balance 

When a newcomer to group facilitation asks me “Should I keep the small-group activity moving at a fast pace or a small one?” I usually answer, “The appropriate location of an activity along the six tensions depends on several factors, including the number and type of participants and the structure and purpose of the activity.” 

The secret of effective facilitation is to make these tensions transparent. This is achieved by maintaining a balance between the two poles of each tension. Unfortunately, however, “balance” resides in the perception of the participants rather than in outside reality. Thus the balance between cooperation and competition may differ drastically between a group from California and a group from New York, or between a group of top managers and a group of technicians from the same organisations. 

Tactics to Overcome Tensions 

The first step in making the tensions transparent is to avoid the extremes (positions 1 and 5 in the rating scale). Beyond that, you may use a variety of tactics to increase or decrease the element sin each tension. Here are a couple of sample tactics for each element: 

To tighten the structure… 

Begin with a detailed explanation of the rules of the activity. Stress the importance of adhering to these the rules. Provide a printed copy of the rules to each participant. Frequently refer to these rules.

To loosen the structure… 

Acknowledge that the participants will be initially confused. Reassure them that it is not absolutely necessary to stick to the rules. Don’t present all the rules in the beginning. Introduce the rules only and if they are required. 

To speed up the pace … 

Begin the activity promptly and get it rolling fast. Announce and implement intermediate time limits 

To slow down the pace… 

Announce and implement minimum time requirements. If a participant or a team finishes the task before this time is up, insist on review and revision. Introduce a quality-control rule that punishes participants and teams for turning in sloppy ideas or products 
To increase competition 

Use a scoring system to reward effective performance. Periodically announce and compare the scores of different individuals or teams. Reward the winning team with a valuable prize. 

To increase cooperation… 

Reduce the conflict among the participants and increase the conflict between the participants and external constraints (for example, tie limits). Use multiple criteria for determining the winners: Reward individuals or teams for speed, quality, efficiency, fluency, creativity, novelty and other such factors. 

To increase the focus on the process... 

Make the procedure more enjoyable by introducing game elements such as bonus scores and chance. From time to time, stop the procedure and undertake a process check. Let thee participants suggest changes for making the procedure more interesting. 

To increase the focus on the results… 

Use a scoring system to reward efficient performance by individuals or teams. Stop the procedure and discuss the desired results. Have the participants commit themselves to getting the job done. 

To pay more attention to individual needs… 

If participants are at different levels of skill or knowledge, organise them into teams of approximately equal strength. Encourage timid people to participate more by providing them with additional information and responsibilities. 

To pay more attention to group needs… 

Identify dominant participants and give them additional roles (for example, keeping score or taking notes) to channel their excess energy. Have the team conduct periodic process checks to make sure everyone’s needs are met. 

To increase external control… 

Turn the lights off to get everyone’s attention before making important announcements. Use confederates among the participants and in different teams to ensure external command and control. 

To increase external control… 

Explain your role as that of a facilitator rather than those of a leader or an expert. When participants ask you a procedural question (for example what should we do next) refer it back to the group with a question such as “What would you like to do next?” 

A Procedural Model for Effective Facilitation 

The tactics listed a balance among the six tensions in a small group activity are for illustrative purposes only. Brainstorming additional tactics of this nature may actually be an excellent topic for an initial activity. 

Knowing these tactics does not mean that you will become an effective facilitator. You need to know when and how to use them. Here’s a six step procedural model for using the tension-adjustment tactics before, during and after a small group activity. 

Step 1: Identify your preferences. 

Flexible facilitation does not mean that you should not have personal preferences, but you should be aware of these preferences and keep them under control. For example, I prefer a fairly loose structure, fast pace, cooperative interaction, results focus, individual concern and external control. It is important to be aware of you biases and to realise they may not meet the needs of the group. 

The best way to discover your biases is to recall your own small-group 

experiences in which you felt very positive or very negative and to analyse 

the factors that contributed to those feeling. You may also talk to your colleagues and participants for their opinions about your biases. Once you are aware of them, remind yourself to relegate them to the background whenever necessary. 

Step 2: Identify participant’s preferences. 

Before planning a small-group activity, you need to collect information on the likely preferences of your participants along each of the six tension areas. The best source of information is a representative sample from the group. The best strategy for collecting the information is to interview the participants using the behavioural scale represented earlier. 

To cross-check your information you may wish to talk to other facilitators, consultants and trainers who are familiar with the group. 

Step 3: Design or revise the small-group activity to suit participant preferences. 

Whether you are designing a new simulation game or using an existing one, integrate your understanding of the participants’ preferences into the activity. Carefully work through the steps and rules of the activity to decide where they appear to be located along each tension. For ample, if there area several complex rules that are rigid, the activity will be perceived to be too tight by most participants – unless their preference is for a high degree of structure. 

When you identify tension areas at one extreme or another, use appropriate tactics to make suitable adjustments. During this step, you may want to work with a few members of your participant group and with a few knowledgeable colleagues to ensure that your design adjustments are appropriate 

Step 4: Conduct the small group activity. 

With the appropriate initial adjustments, you should start the activity with confidence. Do not worry about making additional adjustments at this stage. Present an overview of the process and the desired products to get the group started. 

Step 5: Make modifications on the fly. 

As your participants work through the activity, continuously monitor the levels of various tensions. If the six tensions are at optimum level, do not interfere with the flow of the activity. However, there is no such thing as a perfect small-group activity and some tensions are likely to become prominent from time to time. Wait a little while to see if the group makes its own adjustments. Most groups, especially experienced ones, work out their own system of reducing tensions. With inexperienced groups, you may need to intervene with appropriate adjustments. Do this as quickly and as unobtrusively as possible. Continue monitoring the group and adjusting the simulation game as required. 

Step 6: Debrief the group. 
Even after the activity is completed, you still have a critical step to undertake. Conduct a debriefing session with all participants immediately and with a few selected participant later, to collect information on their perceptions of different tensions levels. This can be done in a few minutes by asking the participants questions based on the rating scale such as “When did you feel the activity was too structured?” or “When did you feel the facilitator interrupted you too often?” take notes on the participants’ responses and use them to balance the same activity with future groups or activities with the same group. 

The effectiveness of small-group activities depends heavily on the flexibility of the facilitator. Whether you are a newcomer or an old-timer, you can improve your effectiveness by attending to and adjusting structure, pace, interaction, focus, concern and control of your small group activity. 
The habits of an effective facilitator

By Susan M Nurre

Creativity and innovation will be key business differences in the future -- creativity and innovation in the way we think and recommend solutions to our customers as well as our ability to help our customers be innovative. Although "outside the box" is an overused term, it could mean going outside current organizational structures, outside current processes, or outside a "we’ve always done it this way" mentality. 

Facilitated workshops are becoming an increasingly important part of the way America works. Through these workshops, we can harness the creative powers of a group of people and, if we go about it in the right way, unleash their collective creativity toward innovative work solutions. 

In his book, The 7 Habits of Highly Effective People, Dr. Stephen R. Covey explains the habits that he believes are key to creating effective people both in their professional and personal lives. "Effective" is defined as getting goals accomplished in an atmosphere where people do their job on their own without coaxing or coercion. 

These same seven habits can be loosely associated to the habits required of an effective facilitator in conducting a workshop. To be effective, the facilitator must accomplish the workshop goal of producing desired deliverables by creating an atmosphere where people want to work together toward that goal. 

Habit #1: Be Proactive.
Take responsibility. To the facilitator, being proactive means taking responsibility for planning and conducting the workshop. Determine the amount of pre-work, including interviewing, reading and review, that is necessary and do it. Experiment. Plan the agenda with some unusual activities to spur creativity. 

Flexibility is important. Know your facilitation techniques and have backup 

plans. Many agenda steps (or entire agendas) have been scrapped because the group wasn’t responding and the goals of the workshop not being met. Be aware that things can go wrong and be prepared to move through and beyond those things while keeping the central purpose of the workshop in mind. 

Habit #2: Begin With The End In Mind. 
Decide on a workshop mission statement. This habit is known as the "leadership habit" because it deals with direction-setting. 

Each workshop should have a mission statement in addition to the project mission. Although it may not be accomplish specific goals in a determined amount of time with a specific group of people. The facilitator’s mission is to use the best techniques and skills to help drive the participants toward the accomplishment of their goals. 

Introduce the workshop’s mission statement (objectives) at the beginning and use it throughout the session to keep the group on track. Discuss the objectives, if necessary, to ensure the group’s buy-in and commitment. 
Habit # 3: Put First Things First. 
Manage yourself and your time. Dr. Covey explains the time management dimensions of importance and urgency as shown below. These dimensions are applicable to facilitated workshops. You can use these quadrants to focus your time in preparing for the workshop, in handling issues that come up during the workshop and in managing and respecting your participants’ time. 
	Quadrant 2

Not Urgent and Important


	Quadrant 1

Urgent and Important



	Quadrant 4

Not Urgent and Not Important


	Quadrant 3

Not Urgent and Important


Quadrant 1 is considered the problem or crisis quadrant. Some examples might include issues in a workshop that are critical to the completion of the workshop or could potentially delay the project. 
You should focus MOST of your attention on Quadrant 2. Items in this category that are done well and consistently (as they are not urgent) will not become Quadrant 1 problems. An example of this type of activity might be project documentation or status reporting. 
Quadrants 3 and 4 are considered time wasters. Quadrant 3 is urgent to others and not to your project team and Quadrant 4 contains items that are not urgent or important to anyone. 
The facilitator manages time by helping the group keep issues in the proper perspective -- Quadrant 1 issues may need to be resolved right away or elevated to the appropriate level while Quadrant 2 (and even 3 and 4) issues can be posted on a flipchart. At the end of the workshop, these issues can be prioritized. 
Habit #4: Think Win/Win. 
Seek solutions so everyone wins. 
Habit #5: Seek First to Understand. 
Listen until you understand. 
Habit #6: Synergize. 
Cooperate creatively. Habits 4, 5, and 6 go together in the context of a workshop. By using these habits, the effective facilitator helps the group focus on win/win and create new and better solutions. 

Habit 4 can be summed up by Dr. Covey’s question, "why don’t we agree to communicate until we find a solution we both (all) agree on?" Win/win requires a balance between courage and consideration as well as self-respect and respect for others. Instead of seeking compromise which is often the easiest way out, we want to create new and innovative solutions. 
To achieve win/win, you must practice Habit #5 which is active or empathic listening. Empathic listening goes beyond the words used -- you, as the facilitator, must also 

pay attention to how they’re being said (verbal cues), the speaker’s body language (nonverbal cues) and frame of reference. Asking for clarification, repeating back what was said, asking others to restate what they heard are all ways for the facilitator to help the speaker and the rest of the group interact. All of us have the need to be understood, and if participants feel you are truly listening and understanding, they relax and tend to be more open and honest. This habit, as with the others, is powerful and can impact all areas of your life. 
Once communication and listening are underway, Habit #6 encourages the use of the group’s creative capacity. When you help the group communicate with respect and creativity, they learn, gain insight and can produce better solutions together than any 

one of them could create on his/her own. These innovative ideas could result in better ways to look at the business, the process, or the data. 
The last habit is more personal. 
Habit #7 is Renewal, 
The self-maintenance habit. This habit encourages you to take time to do the things required to preserve and enhance your greatest asset -- yourself! Facilitation is demanding because you’re on your feet most of the day, acutely aware of the dynamics of the group at all times and often work through breaks preparing for the next step. Organizing your life along the four dimensions of continual daily self-renewal (physical, mental, spiritual and social/emotional) helps you maintain the first six habits and be an effective facilitator. 
Dr. Covey encourages readers of his book to learn the habits, teach them to 

others and live them on a daily basis. As we focus on the habits required to be more effective as facilitators and consultants and to stimulate creativity and innovation in ourselves and others, we also become more effective in meeting our customers’ needs today and into the future. 
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Coach Education Programme

TUTOR MANUAL

The Coach
THE OTÚ COACHING MODEL

Quality coaching is one of the key requirements to ensuring that participation is maximised and playing standards are optimised as players progress through the Pathway to Elite Performance. To support quality coaching the GAA have devised the OTú Coaching Model.

The OTú Coaching Model is a blueprint which provides the basis for organising Training Programmes which enable players to deliver on their True Potential and achieve Total Performance.

The term OTú - the O as in oxygen, and Tú - Irish for ‘you’ - has its origins in the fact that

the desire/motivation/urge to excel is driven from within. 

The model operates on the principle that players will excel when the 3 T’s - Technical

Proficiency, Tactical Awareness and Team Play - and the 3 P’s - Physical Fitness, Performance

Analysis, and Psychological Focus – are integrated and developed in a manner which has regard for Best Coaching Practice (the 3 C’s – Communication Inputs, Coaching Inputs and Cohesion).

The more that Coaches and players succeed in getting the balance right, the more the players and team will maintain a consistent level of performance excellence. The OTú Coaching Model outlines the knowledge required to achieve this level of excellence.

The 3 T’s and the 3 P’s

When the 3 T’s and the 3 P’s are integrated and developed in a manner which involves quality Coaching and Communication inputs from the Coach, players will excel and a Cohesive Team unit will emerge.


T1 - Technical Proficiency (Know How)

The ability to perform the underlying techniques accurately, consistently and at match tempo.

T2 - Tactical Prowess (Know What and When)

The ability to weigh up match situations and decide on what option to take

and when to take it, e.g. shoot for a score, carry the ball, pass it on or 

play it into space when in attack or place the opposition under 

maximum pressure when defending.

T3 - Team-Play/Tactical Ploys (Know Who and Where)

The ability to anticipate movements and synchronise who should go where during play or set-piece situations, e.g. in order to score or convert possession into scores when in attack or minimise the amount of clean possession and time and space available to opponents to make clear use of the ball, when defending.

P1 - Physical Fitness

The ability to perform the basic techniques, engage in physical contests and respond to signs, sounds and signals experienced during the game with the least possible expenditure of energy. 
P2 – Participant Feedback

The ability to identify playing strengths and areas where improvements are required and to accept why changes in training, tactics, team line out etc., may be necessary.

P3 - Psychological Focus


The ability to maintain attention on the here and now and switch concentration as the need arises.

When the 3 T’s and the 3 P’s are integrated and developed in a manner which involves quality Coaching and Communication inputs from the Coach, players will excel and a Cohesive Team unit will emerge.

What is a Coach?

The COACH is someone who empowers players to become:

COmpetant / COnfident/ COmposed / COmpetitive / COmmitted by Assisting & CHallenging  them to ACHieve their True Potential

Here is a brief summary of some of the roles a Coach may undertake:

Analyser and Advisor - Analysing a player’s performance in training and games and advising on the needs to improve an area of their game, providing appropriate drills and games.

Chauffeur - Transporting them to training or games if parents or family are unavailable

Demonstrator – The ability to demonstrate the skill that you want the players to perform is not always necessary. You do not need to have played Gaelic games to become a Coach. Good Coaches have the ability to communicate to players how to perform the skill

Friend - Over the years of working with a team and individual players a personal relationship is built up where as well as providing coaching advice you also become someone who they can discuss their problems or share their success with. The Coach must keep personal information confidential otherwise the respect the player had for you as a friend and Coach will be lost.

Fact finder - Gathering information on your own players and opponents and to keep up to date with current training techniques.

Fountain of Knowledge – A Coach will often be asked questions on diet, different types of training, sports injuries and topics often unrelated to Gaelic games.

Leader – Have a vision of what needs to be done, in each session, and throughout the year. The good Coach is firm, fair and flexible, and prepared to learn as well as coach.

Mentor – Any players attending training sessions are under your care, with responsibility to their parents and family for ensuring that they are safe and secure. It is important to get prior information on any health issues they may have, and ensure that the training/playing area is as safe as possible. A good Coach should also support players should they have any problems or sustain any injuries.

Motivator - Maintain the motivation of individuals and of the team during the year.

Organiser and planner - Preparation of training plans for each player, developing team play and outlining tactics. This role incorporates the ability to organise training and games to suit players, other Coaches and the Club/School as a whole.

Supporter - Competition can be a nerve-racking experience for some players, especially the young player. Often they like the Coach to be around to help support them through the pressures.

Here is a list of some of the qualities and characteristics of a good Coach:

· Able to Co-ordinate, Organise

· Creates New Perspectives

· Dependable

· Enthusiastic

· Empathy

· Fair

· Firm

· Good Communicator (Listener)

· Helpful

· Honourable

· Improves Players Abilities

· Knowledgeable

· Leadership

· Made Training Enjoyable/Varied

· Motivated

· Organised

· Problem Solver

· Professional

· Respected

· Responsible

· Sound

· Supportive

A GOOD COACH …WHAT IS THAT? 
A GOOD COACH……. 
• CAN LEARN NEW SKILLS 

• IS FLEXIBLE ENOUGH TO CHANGE OLD WAYS WHEN CHANGE IS NEEDED 

• CAN ACCEPT CONSTRUCTIVE CRITICISM 

• CAN CRITICALLY EVALUATE THEMSELEVES 

• HAS KNOWLEDGE AND EXPERIENCE 

• KNOWS HIMSELF, HIS SPORT, HIS PARTICIPANTS 

(Adapted from Rainer Martens, Successful Coaching p. vii) 

Why Players Drop Out of Sport

• NOT GETTING TO PLAY
• ABUSIVE COACHING 
• OVER EMPHASIS ON WINNING 
• TOO MUCH REGIMENTATION AT TRAINING 
• FEAR OF FAILURE 
• MISMATCHING FOR PHYSICAL SIZE 

What Players want from their Coaches
• DON’T YELL AT ME 
• TEACH ME MORE 
• GIVE ME MORE ENCOURAGEMENT 
• LET ME EXPRESS MYSELF 
• DON’T HAVE ANY FAVOURITES 
• LET ME GET INVOLVED 

Perceptions of the Good and Bad Coach
GOOD COACHES 
• Listen 

• Stick to the rules 

• Treat everyone fairly 

• Apologise when they have done something wrong 

• Give interesting enjoyable sessions 

• Always have things for the participants to do 

• Ask participants for their views 

• Are punctual 

• Demand good behaviour 

• Deal with bad behaviour quietly 

• Do not shout 

• Are consistent 

• Try to make participants independent 

BAD COACHES 
• Have favourites 

• Are not prepared 

• Arrive late 

• Are sometimes rude 

• Don’t know participants names 

• Shout 

• Don’t help when things get hard 

• Don’t like some participants 

• Waste time 

• Are too strict 

• Do not listen 

• Do not give participants a second chance 

• Are moody 

If you were asked: 

“HOW DO YOU WANT TO BE TAUGHT A NEW SKILL?” 
What would your reply be? 

I WANT TO……… 

• GET LOADS OF PRACTICE 

• SEE A DEMONSTRTATION/ A PICTURE/ A VIDEO 

• HAVE FUN 

• HAVE QUESTIONS ANSWERED 

• GET LOADS OF ENCOURAGEMENT 

• BE ABLE TO MAKE MISTAKES 

• BE TREATED AS ME 
• BE SAFE AND NOT BE HUMILIATED 

• HAVE IT BROKEN DOWN AND MADE EASY 

• HAVE IT MADE RELEVANT TO MY NEEDS AND SKILL LEVEL 

THE COACHES TEN – POINT PLAN 
1. MAKE A GOOD FIRST IMPRESSION 

2. PREPARE BEFORE HAND 

3. OVER-ORGANISE….HAVE LOTS TO DO 

4. SORT OUT ALL PAPER WORK, REG...ETC. 

5. ARRIVE EARLY 

6. GREET ALL ATHLETES INDIVIDUALLY 

7. MAKE FIRST ACTIVITY DEMANDING 

8. START ON TIME 

9. ESTABLISH YOUR ACCPTED BEHAVIUOR

10. BE YOURSELF 

You never get a second chance to make a good ‘first impression’.
The Manager as Coach - 13 ways to build a winning team.

Watching a championship team excel provides inspiration to every manager involved in the pursuit of his or her own corporate victories. High performance teams blend a diverse array of talent around a common goal to achieve results far beyond their individual abilities, and often in the face of obstacles that would derail others. By learning what makes those teams tick, you, too, can cultivate the same winning attitude among your staff and start your championship run within your own department. 
1. Rules. Regardless of the sport, there are certain underlying rules, boundaries and principles that are unalterable. You have a similar set of rules in your business world. They're called mission statements, policies, overarching business goals, and corporate culture. You likely can do little to change them, at least right away. So it's not worth fighting them. Accept them and adjust your strategy so that your objectives align with the corporate strategy. Focus your energies and the efforts of your staff on what goes on within that playing field. That's where you can make a difference. 
2. Fundamentals. Each sport can be broken down into a series of small movements that many people take for granted. When you take time to understand how to maximize a portion of a set skill, combine them with other skills and repeat the pattern until it becomes engrained behavior, then your team's skills can be improved. Before the start of every golf season, Jack Nicklaus used to go back to his golf coach and work on his grip. Imagine the world's finest golfer (at the time) not knowing how to hold a club. In business, it's too easy to lose sight of how we got where we are. Go back to basics. Evaluate everything you are doing to make sure you are bringing the most value to your customers, whether they be external or internal. 
3. Training. Nobody is perfect. But that should not stop us from making our team better. We practice to improve because we can always be stronger, faster and better. Take practice seriously. Commit to training your people. They will return the investment many times over in both improved productivity and enhanced attitude. Make sure the training regimen is aligned with the business strategy. Also take time to communicate at the beginning and end of each training session how it relates to what you want to achieve. Many managers shy away from training for fear of what happens if the employee leaves. The bigger worry should be: what if you don't train them and they stay? 
4. Discipline. Develop and stick to an intense routine. This should include regular meetings to talk about the last game and review the strategy for the upcoming contest. Meetings should be held regularly to talk about what you have learned from past successes and failures and to agree upon an action plan for the future. Set an agenda to keep meetings productive and so your staff knows what is expected of them. 
Ideally, that agenda should be built around your business plan and should be tied into employee performance evaluations. Remember that if you're not disciplined, someone somewhere is and when the two of you meet, given roughly equal ability -- and sometimes given unequal ability -- they will win. 
5. Focus. Do not let distractions consume you or your team. Sustaining focus after a failure isn't a problem. Indeed, it might even sharpen your alertness because you become intent on making up for the mistake. It's after you have pulled off a great play that focus becomes more difficult. In the celebration, it's all too easy to lose sight of what you could do better. Beware of self-congratulations. Check with all members of your team and your customer base to ensure that you did indeed hit the target. 

6. Determination. How much does your team want it? They have to buy into your strategy. There's an old saying that the harder you work, the luckier you get. Even the best players are outworking -- and outthinking -- their competition. Never rest and never tire from pursuing your objectives and communicating them relentlessly. You must lead by example. Your actions shout much louder than your words. 

7. Passion. Related to hard work is showing a love for whom you are and what you do and recruiting those team members that evidence similar attributes. Remember that while you can measure the size of the dog in the fight, you cannot measure the size of fight in the dog. Sports and business are not solely head games. The fire must be fueled in the heart. 

8. Selflessness. Sometimes being all you can be means asking your star performer to set aside their talent and strength and take a back seat for the good of the team. Force them to play their position and let the game come to them. You can suck the life out of a team by allowing the stars to carry the entire load. Learn how to mesh the talent around you and you quite literally move mountains. 

9. Courage. Like mountain climbers, you must overcome the fear of taking the first step. When the slope is too steep and the summit too far out of reach, it is too easy to say that you can't achieve your goals. Once the journey is underway, the greater danger is complacency. Too often failure comes to those who begin taking the fundamentals for granted. Never lose sight of what it took and takes to get you where you are or where you are going. 

10. Leadership. That means getting people to think, believe, see and do what they might not have without you. It means possessing the vision to set the right goal and the decisiveness to pursue it single-mindedly. 
11. Visualization. Have the courage to dream. You must always imagine your team succeeding. Unless you create a vision of a compelling future and a positive outcome, defeat and loss will become a self-fulfilling prophecy. 

12. Victory. Never be satisfied with anything other than your team's best effort. Victory is not judged merely by your performance against your competition. Rather it is measured on what you did to take advantage of the resources at your disposal. Take advantage of them and you win. Fail to exercise them and you lose. 

13. Resilience. Rudyard Kipling said, "Meet triumph and disaster and treat those two imposters just the same." Unfortunately, not everybody has that power. Too many lose. The difference is that they learn from it, grow from it and let it fuel their hunger to excel people allow defeat to crush them or exult unrealistically in victory. Even good teams

A Code of Conduct for Coaches
Team Coaches and Mentors can ensure that sport has a beneficial impact when they adhere to the following guidelines:

· Respect the rights, dignity and worth of every person and treat each one equally regardless of age, gender or ability.

· Ensure that nobody involved with the team acts towards or speaks to another person in a manner or engages in any other conduct which threatens, disparages, vilifies or insults another person on the basis of that person’s race, religion, colour, descent, national, ethnic or socio-economic background.

· Ensure that each player observes a high standard of personal hygiene.

· Make adequate provision for First Aid and do not encourage or allow players to play while injured. (Keep an adequate record of each injury 

· Ensure that another official – referee/team mentor – is present when a player is being attended to and cancorroborate the relevant details.

· Ensure players are safely attired and that proper insurance arrangements are in place.

· Ensure that unrestricted access to the internet is not provided on the club premises.

· Be positive during coaching sessions so that participants always leave with a sense of achievement and an increased level of self-esteem.

· Plan and prepare appropriately for each session and ensure proper levels of supervision.

· Be punctual, properly attired, and lead by example; avoid smoking or the consumption of alcohol in the presence of young people.

· Don’t shout at or lecture players or reprimand /ridicule them when they make a mistake. (Children learn best through trial and error. They should not be afraid to risk error to learn)

· Set realistic – challenging but achievable – performance goals.

· Praise and reinforce effort/commitment and provide positive feedback.

· Recognise the developmental needs of young players (avoid excessive training or competition) and ensure that they are matched on an individual or team basis.

· Rotate the team captain and the method used for selecting teams so that the same children are not always last to be selected.

· Develop an understanding of the OTú Coaching Model and ensure that you have the appropriate level of coaching accreditation.

· Ensure games, activities and playing equipment are customised to suit the needs of those involved in terms of age, ability, experience and maturity.

· Avoid overcoaching i.e., insisting upon set (stereotyped) playing patterns where individual decision making and creativity are stifled or where young people are confined to playing in set positions on a continuous basis.

· Don’t equate losing with failure and do not develop a preoccupation with medals and trophies. (The level of improvement made by young players is the best indicator of Coaching Effectiveness).

· Encourage parents/guardians to play an active role in organising activities and to draft a Code of Discipline for everyone involved.

· Never use any form of corporal punishment or physical force.

· Never use foul language or provocative language/gestures to a player, opponent or match official. (The Coach should only enter the field with the referee’s permission and should not question their decisions or integrity).

· Avoid sending messages – voice/text/e-mail – to players. (All messages /circulars etc. should be in writing and directed to the young person’s parents /guardians)

· On occasions when the team travels away, separate sleeping facilities must be provided for all adults.

· If both genders are in the group, male and female Coaches must be present.

· It’s important to recognise that certain situations e.g. staying over at the Coach’s residence or friendly actions – e.g. ‘horse play’/role play/telling jokes etc – could be misinterpreted and lead to allegations of serious misconduct or impropriety.

· Avoid any inappropriate touching when assisting players to perform a technique or when First Aid is being administered.

· Ensure that all dressing rooms and areas occupied by the Team, prior to, during or immediately following the completion of any match are kept clean and are not damaged in any way.

· Do not take coaching sessions on your own.

· Do not have a situation where you are alone in a car or dressing-room with a player.
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Developing the Skills of Gaelic Games

Gaelic Games have a vast range of skills that must be mastered to successfully participate in games. As such the ability to facilitate the development of the skills of the game is key to successful coaching.
To perform skills competently in game situations players must develop the ability to perform the underlying techniques accurately, consistently and at match tempo (T1 – Technical Proficiency), the ability to select the appropriate skill, and the appropriate time to use it in a game situation (T2 – Tactical Prowess), and the ability to use their skills to play together as part of an effective unit (T3 – Team Play/Tactical Ploys).
Technical, Tactical and Team Play skills should be developed in an integrated and balanced manner along with Physical Fitness (P1), a knowledge and acceptance of the Playing Facts (P2), and Psychological Focus (P3).
Young or new players cannot simply learn all of these aspects of play simultaneously. As they are introduced to and practice the skills players will develop at a rate particular to themselves and gradually extend their abilities.

Effective coaching requires the Coach to organise activities appropriate to the abilities of the players in order to help them develop. To do so requires the ability to:
1. Identify the level at which your players are performing, and

2. Identify an appropriate activity to gradually challenge that level.
However, these are not simple tasks for even the most experienced Coach.

In this knowledge - and to support Coaches - a Skill Development Model has been designed which outlines a progressive series of exercises, drills and activities to develop Technical Proficiency, Tactical Prowess and Team Play in an ordered and structured manner.

The Skill Development Model is a blueprint which outlines a progressive series of exercises, drills and activities to develop Technical Proficiency, Tactical Prowess and Team Play in Gaelic Games.
Here the Model is represented in graphic form:
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The model outlines six main categories of activity that focus on specific areas of development as follows:
Activity Category 




Development Focus

1. ABC/ Have-a-Ball Nursery Programme 

Physical Literacy

2. Wall Ball/Individual Practice 


Technical Proficiency

3. Technical Drills 




Technical Proficiency

4. Fun Games 





Technical Proficiency/Tactical 
                                                                                    Prowess

5. Game Play Drills 




Tactical Prowess/Team Play

6. Games 





Team Play
Each successive category is a progression on the previous category.

There is also a progression within each category over the range of activities included, as represented in the following graphic:
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As a result there are activities in each category that are suitable to all levels of players. 

However young and developing players should be exposed more readily to the earlier categories of activity while being provided with opportunities to participate and practice the easier activities in the latter categories (as represented by those activities to the left of the orange curved line). 
Experienced and developed players, having mastered the underlying techniques, should be exposed to a greater degree to the latter categories and to the more complex activities in the earlier categories (as represented by those activities to the right of the orange curved line).

In the following sections we will address each of these categories and the range of activities included.

Remember:
Continually assess the specific development of individual players to ensure they are being challenged appropriately for their needs and abilities.
Factors That Effect Skill Development

LEARNER 

Personal Factors 

Age, Will to learn, Past experience, Previous knowledge, Ability, Aptitude, Perception, Genetic, Peer, Friends, Intelligence, Health, Maturity, Group, Parents, Fatigue, Individual differences. 

Mental Factors 

Enthusiasm, Confidence, Motivation, Sense of achievement, Success, Fear, Fun, Self-esteem, Concentration, Interest, Arousal. 

COACH 

Coach Factors 

Past experience, Previous knowledge, Enthusiasm, Analytical skills, Listening skills, Motivation. 

Environmental Factors 

Environment, Atmosphere, Facilities, Fun, Comfort, Equipment, Distractions, Interruptions. 

Coaching Factors 

Coaching Style, Easy stages, Questions, Mistakes, Success, Fun, Activity, Variety, Pedagogy, Method of presentation, Distractions, Interruptions, Difficulty of task/subject, Content time, Practice organisation, Instruction, Teaching points, Teaching methods, Stage of development of the skill, Whole-part practice, Effective repetition, Reinforcement, Feedback. 

Stages of Skill Learning

1. Beginning (Mental, Cognitive, Early): 
Learners Perspective 



Coaches Perspective 
• Why learning the skill 



Get attention 

• How to do the skill 



Explain -why learning the skill 

• Participate in practice 



-how to do the skill 

• Concentration 




Demonstrate –correct 

• Think about the movements 


- seen by all 

• Note similar movements 


Practice 
• Add on/learn the movements 


– set up appropriate practice 

Feedback – praise correct movement 

- correct errors 

- get good movement going Consider application to performance 

2. Middle (Practice, Associative, Intermediate): 
Learners Perspective 



Coaches perspective 
• Refine Techniques



Maintain motivation 

• Application to performance 


Application to performance 

• Improved: accuracy, consistency, speed 
Appropriate practice 

and timing, anticipation and


 - reduce space and time 

automation of actions 



- decision making variety 

• Good self confidence 



Maintain feedback 

3 Advanced (Automatic Final): 
Learners Perspective 



Coaches Perspective 
• Performance like practices 


Maintain Motivation 

• Automatic performance 


Performance like practices 

• Full understanding 



Top up skills 

• Focus on decision making 

• High self confidence 

The Coaching Process

• Consider the context of the skill 

• Introduce the skill 

• Demonstrate the skill 

• Explain the skill 

• Decide on the whole part method of teaching the skill 

• Practice the skill 

• Introduce pressure of repetition, time, space 

• Practice in conditioned performance situations 

• Practice in performance situations 

In applying the skill development model: 

• Provide feedback at all levels of practice 

• Distribute practice to suit the level of the learner 

• Use a variety of practices 

• Re-enforce all skills over time 

Quality Practice

1. Practice the right skill (perception – decision making – action). 

2. Consider how best to practice (whole-part-whole) 

3. Use the right drill(effective – efficient – progressive) 

4. Have variety (skill development – enjoyment) 

5. Make it ‘game like’ ASAP (skill development – game appreciation) 

6. Consider the time scale involved to learn the skill (repetition and re-enforcement). 

How Do I Introduce Skills? 
I Introduce the skill 

D Demonstrate the skill 

E Execute the skill 

A Attend to participants practicing the skill 

How Methods of Teaching Skills Stack Up 
[image: image11.emf]
Benjamin Franklin once said: 
You tell me I forget, you teach me, I learn, you involve me, I remember
FOOD FOR THOUGHT 
I’d rather see a lesson 

Than to hear one any day, 

I’d rather you’d walk with me 

Than to merely show the way. 

The eye’s a better teacher 

And more willing than the ear, 

And counsel is confusing 

But example’s always clear. 

The best of all the teachers 

Are the ones who live the creed, 

To see good put in action 

Is what everybody needs. 

I soon can learn to do it 

If you let me see it done, 

I can see your hand in action 

But your tongue too fast may run. 

And the counsel you are giving 

May be very fine and true, 

But I’d rather get my lesson 

By observing what you do! 

Compliments of Kansas Basketball 
Home of the Jayhawks 
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DO IT 

It doesn’t matter 

if it falls apart 

or collapses 

in pieces. 

Do it anyway. 

Do it. 

It doesn’t matter 

if you do crooked 

let it fall 

or leave bits of it 

all over the place. 

Do it anyway. 

Do it. 

It doesn’t matter 

if people laugh 

or walk past 

or call you crazy. 

Do it anyway. 

Do it. 

It doesn’t matter 

if you are the only one. 

In fact 

it is probably better. 

Good luck, 

Good love, 

You’re a winner 

before you start. 

Do it. 

Pat Ingoldsby 
From his selection of Poems 
‘Half a hug’ 1998, p.17 
RISKS

To laugh is to risk appearing the fool. 

To weep is to risk appearing sentimental 

To reach out for another is to risk involvement. 

To expose feelings is to risk exposing your true self 

To place your ideas, your dreams, before a crowd is to risk their loss. 

To love is to risk not being loved in return. 

To live is to risk dying. 

To hope is to risk despair. 

To try is to risk failure 

But risks must be taken, because the greatest hazard 

in life is to risk nothing. 

The person who risks nothing, does nothing, 

Has nothing and is nothing. 

They may avoid suffering and sorrow, 

but they cannot 

learn, feel, change, grow, love, live. 

Chained by their attitudes, they are a slave. 

They have forfeited their freedom. 

Only a person who risks is free. 

[image: image12.emf]
What Is Success? 

To laugh often and much; 

To win the respect of intelligent people and the affection of children; 

To earn the appreciation of honest critics and endure 

the betrayal of false friends; 

To appreciate beauty; 

To find the best in others; 

To leave the world a bit better, whether by a healthy child, 

a garden patch, or a redeemed social condition; 

To know even one life has breathed easier because you have lived - 

This is to have succeeded. 

Ralph Waldo Emerson 

Powerful Beyond Measure 

Our deepest fear 

Is not that we’re inadequate. 

Our deepest fear is that 

we’re powerful beyond measure. 

It’s our light, not our darkness, 

that most frightens us. 

We ask ourselves: 

Who am I 

To be brilliant, gorgeous, talented, fabulous? 

Actually, who are you not to be? 

You are a child of God. 

Your playing small doesn’t serve the world. 

There’s nothing enlightening about shrinking 

So that other people 

Won’t feel insecure around you. 

We’re all meant to shine, as children do. 

We were born to make manifest 

The glory of god that is within us. 

It’s not just in some of us: 

It’s in everyone. 

And as we let out own light shine, 

We unconsciously give other people permission 

to do the same. 

As we’re liberated from our own fear, 

Our presence automatically liberates others.

Nelson Mandela, from his inauguration speech. 

Appolinaire said 

‘Come to the edge’ 

‘It is too high’ 

‘Come to the edge’ 

‘We might fall’ 

‘Come to the edge’ 

And they came 

And he pushed them 

And they flew 

Jeremy Irons selection in Lifelines 1 …p.164 

“A poem that deals with risk and trust and the 

magic that occurs sometimes when you do either” 

Markings 

I 

We marked the pitch: four jackets for four goalposts, 

That was all. The corners and the squares 

Were there like longitude and latitude 

Under the bumpy thistly ground, to be 

Agreed about or disagreed about 

When the time came. And then we picked the teams 

And crossed the line our called names drew between us. 

Youngsters shouting their heads off in a field 

As the light died they kept on playing 

Because by then they were playing in their heads 

And the actual kicked ball came to them 

Like a dream heaviness, and their own hard 

Breathing in the dark and skids on the grass 

Sounded like effort in another world... 

It was quick constant, a game that never need 

be played out. Some limit had been passed, 

There was fleetness, furtherance, untiredness 

In time that was extra, unforeseen and free. 

II

You also loved lines pegged out in the garden, 

The spade nicking the first straight edge along 

The tight white string. Or string stretched perfectly 

To mark the outline of a house foundation, 

Pale timber battens set at right angles 

For every corner, each freshly sawn new board 

Spick and span in the oddly passive grass. 

Or the imaginary line straight down 

A field of grazing, to be ploughed open 

From the rod stuck in one headrig to the rod 

Stuck in the other. 
III
All these things entered you 

As if they were both the door and what came through it. 

They marked the spot, marked time and held it open. 

A mower parted the bronze sea of corn. 

A windlass hauled the centre out of water. 

Two men with a cross-cut kept it swimming 

Into a felled beech backwards and forwards 

So that they seemed to row the steady earth. 
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1. Introduction 





KNOWLEDGE→→→→→→→→EXPERIENCE→→→→→→→→→→→→PRACTICE						 	


											


									


		




















										


TELL	 	 INVOLVE 	  	   CHALLENGE			RELEASE


(knowledge & →→→→	(guide with→→ →→ →→ (performance)→→ →→  (to ‘Go


                 Further’)


skills)		basic activities)		





3. The Tutor 





2. All About Learning 





4. Planning 





Tutor





C





Observer





P





P





P





P





P





Introduction


Ask what they want from:


Course


Session


Encourage them to mingle





Set Tasks


Time


Vary pace and methods


Conclude


Reinforce with Handouts





Ask Questions


Pause


Listen


Probe


What, why, how, if?





Practical Skills


Maximise coaching skills


Get them ‘coaching’





Involve the Coaches





Allow Time


To share


To discuss


To solve





Apply Information to their Experiences


Root examples in activities relevant to them





Case Studies


Player A is…


New


Not motivated


Unfit


Undisciplined





Feedback


Oral/Written


Spokesperson


2 – 5 points only


Vary pace/method





5. Group Management 





This is the night mail crossing the Border


Bringing the cheque and the postal order











I’ve eaten many strange and scrumptious dishes in my time


Like jellied gnats and dandyprats and earwigs cooked in slime











Twas midnight in the schoolroom


And every desk was shut














I wander’d lonely as a cloud


That floats on high o’er vales and hills














On the Ning Nang Nog


Where the cows go bong














If you can keep your head when all about you


Are losing theirs and blaming it on you














Full fathom five thy father lies


Of his bones are coral made














Twas brillig, and the slithy toves


Did gyre and gimble in the wabe











Mcavity’s a mystery cat; he’s called the Hidden Paw


For he’s the master criminal who can defy the law.











When you are old and grey and full of sleep


And nodding by the fire, take down this book














He clasps the crag with crooked hands;


Close to the sun in lonely lands











Busy old fool, unruly Sun, why dost thou thus,


Through windows and through curtains call on us?














NIGHT MAIL











W.H. AUDEN








WHEN YOU ARE OLD








W.B. YEATS








MCAVITY THE MYSTERY CAT








T.S.ELIOT








JABBERWOCKY








LEWIS CARROLL








‘ARIEL’S SONG’ from THE TEMPEST








SHAKESPEARE








IF








RUDYARD KIPLING








DAFFODILS








WILLIAM WORDSWORTH








ON THE NING NANG NONG








SPIKE MILLIGAN








THE ABC








SPIKE MILLIGAN








THE CENTIPEDE’S SONG








ROALD DAHL








THE EAGLE








ALFRED, LORD TENNYSON








THE SUN RISING








JOHN DONNE





6. Icebreakers & Energisers 





7. Listening & Questioning 





8. Feedback & Assessment 





9. Debriefing and Facilitation 





Outcomes





To Coaches





Evaluation





Activities/Tasks





Coaching Skills – How to Coach





Hurling/Football Content





Setting the Scene


Introductions


Definitions





Questions





Role Play





Telling 





Feedback 





Timing





10. The Coach 





11. Skill Development in the GAA 





12. Miscellaneous  
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