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In line with the Paralympics New Zealand’s Coaching Strategy, all National Coaches are required to have an Individual Development Plan (IDP). Existing coaches will be introduced to IDPs a coach specific IPP meeting and new coaches will be given an IDP at their induction. 


What is an IDP? 

At its most developed, an IDP charts both planned and aspirational coaching developments that go well beyond the needs of your current role. At induction the skills and competencies required for job performance will be identified, together with clear objectives describing what is to be achieved, what performance indicators are to be used to measure the achievements and the dates by which they are to be achieved. 

All coaches will be encouraged to introduce medium to long-term (sporting) career aims and objectives into their IDPs, as well as the more immediate objectives that tend to be addressed by more traditional approaches to training and development. 

The IDP may include role-specific skills, but will also include more generic competencies such as interpersonal skills, team-leading or team management that may contribute to performance of the current role, but will also be aimed at supporting the coaches’ more general aspirations in terms of personal development, professional accreditation or improved (sporting) career opportunities. 


How do they work? 

The IDP template is maintained and updated by you electronically and emailed to Paralympics NZ monthly. It is used to record any agreed development objectives that have been agreed at your IPP and any development activities agreed at the appraisal to support the achievement of both these and agreed coaching objectives. 

The IDP also records target dates for the achievement of these objectives and the measurement criteria – how you will know that you have been successful in achieving them. 

Although you are responsible for maintaining the plan, you will be supported by your Coaching Development Manager, through the performance management, in defining the objectives and assessing the development activities that will be required in order to support you in achieving them. 


Why do I need an IDP? 

Most coaches’ will be familiar with the process of identifying training and development needs to increase ones capabilities. These generally centre on role-specific development needs – those that will help you perform better at your current role. 


Because the IDP takes a more holistic approach to your development needs it actively encourages you to think about what you want to do next – “what’s the next step” and work towards this. Your IDP will provide input to your annual appraisal and interim appraisal meetings, which will provide an opportunity to review your development needs and objectives with PNZs Coaching Development Manager. 

Why is PNZ promoting IDPs? 

It has long been recognised that informed stakeholders who are supported in achieving their full potential are more motivated, and more able, to contribute to the success of the organisation. Paralympics New Zealand subscribes to the view that our coaches’ are a source of sustainable competitive advantage, and the stated aim of SPARC and PNZ is to;

· Increase the recognition and status of coaches’
· Increase the quality and quantity of time coaches have for coaching activities and coach education
·  Continually improve the quality of coach education and ensure ongoing pathways for development.


The intention is that coaches’ are supported in developing to their fullest potential. This enables them to make an optimal contribution towards the success of PNZ whilst building their own expertise, confidence and self-esteem and thereby enhancing their own potential and (sporting) career opportunities. 

How does the IDP differ from the old-style Training & Development Objectives? 

Primarily the difference is one of emphasis – the IDP is owned and driven by you. The principle of IDPs generally also reflects a trend in recent years to shift the emphasis from “training” – something that is done “to someone” to “learning” something that people do for themselves. 

Traditionally, coach education could have been classified into three strands 

1. The Federation Strand offering education and training programs certified by the RSO,NSO or International Sporting Federation

2. The Institutional Strand offering education, training and certification through University and Polytechnic programs

3. The Enterprise Strand offering education, training and certification by Multi-Sporting Organisations or Private Enterprises eg. RST or Sport Knowledge Australia.

However to align ourselves with SPARCs ideology of emphasising ongoing learning PNZ have identified a number of non-traditional learning modes that are of equal importance.

1 Recognition via the progression through the PNZ Coaching Pathway

The coach will be recognised via the progression through the PNZ Coaching Pathway. This will be in direct alignment with the PNZ Athlete Pathway which will be as a result of the athlete(s)/ coaches performance.

2 Professional Development Courses

Any course that the coach may gain knowledge from with regards to non sport specific related topics. eg. “Conflict resolution” or “how to achieve effective buy-in”.

3 On the Job Training

Any activity or series of events that the coach may gain knowledge from to improve performance.

4 “Critical Coach” Facilitation

Critical Coach Facilitation is a term that has been adopted to describe a support peer, mentor or critical friend support system, that could be introduced by the coach, to reflect on ones performances with the aid of a third party.
5 On-Line Education/ Learning

On –Line Education/ Learning may recognise the coach for subscribing, reading and learning from research articles via the web with regards to athlete performance and coaching trends.

6 Life Skills/ Experience

To recognize valid life skills that will directly impact on the coaches’ ability to perform.
PNZ Coach Development Passport

· The purpose of the PNZ Coach Development Passport is to document / record the above learning activities. 

The passport will be offered in hard copy and electronically. Learning outcomes that have been achieved will be accompanied with a signature from an accredited assessor from the relevant organisation to ratify the completion of the task.

The Coach Development Passport will provide the coach more accountability to manage his / her record of learning which will in turn increase the coaches’ responsibility and ownership for their learning.

Summary

PNZ acknowledges the contribution of coaches to the success of Paralympic sport in New Zealand. PNZ is committed to the professional development of current coaches and those of the future. It is the responsibility of the Coaching Development Manager and indeed the PNZ mission statement:

“To provide world class coach, athlete and administration systems that support and enhance all aspects of elite athlete performance”.

If we are to encourage a true culture of learning at Paralympics New Zealand we therefore need to encourage people to recognise and take advantage of other learning opportunities. 

Your IDP can also be a valuable tool for evidencing your CPD (Continuing Professional Development) should your specific sporting code accreditation require this. 
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How to complete an IDP (step-by-step guide)

 

Step 1 (Time Scale):  

 

If you have identified an area for development, you must decide whether it is a short-term development objective (to meet the needs of current role), a medium-term development objective (to meet the changing needs of this/new role) or a long-term development objective (to meet career objectives).  

 

	Time Scale
	Specific Objective
	Development Area
	Development Activities
	Time Scale
	Expected Outcome

	Short- term
	 
	 
	 
	 
	 


 

Step 2 (Specific Objective):

 

The development objective needs to be specific (for example:  to develop the knowledge and skills for managing/chairing athlete debrief meetings).

	Time Scale
	Specific Objective
	Development Area
	Development Activities
	Time Scale
	Expected Outcome

	Short- term
	To develop the knowledge/ skills for managing/ athlete debrief meetings
	 
	 
	 
	 


 
Step 3 (Development Area):

 

You need to identify the knowledge and skills required to achieve this development objective (continuing with the same development objective:  you would need to know how to run/structure a meeting; how to manage athletes’ behaviour at meetings; how to take notes/minutes of the meeting).  

	Time Scale
	Specific Objective
	Development Area
	Development Activities
	Time Scale
	Expected Outcome

	Short- term
	To develop the knowledge/ skills for managing/ chairing meetings
	How to run/ structure a meeting.

 

How to manage participants’ behaviour (challenging, quiet, argumentative, take over, etc.) at meetings.

 

How to take notes/minutes of the meeting.
	 
	 
	 


 

Step 4 (Development Activities):

 

You then need to consider how you are going to acquire the knowledge and skills to achieve this development objective?  What development activities are going to be most appropriate?  

 

Continuing with the same example – see Development Activities below:

 

	Time Scale
	Specific Objective
	Development Area
	Development Activities
	Time Scale
	Expected Outcome

	Short- term
	To develop the knowledge/ skills for managing/ chairing meetings
	How to run/ structure a meeting.

 

 

 

 

How to manage participants’ behaviour (challenging, quiet, argumentative, take over, etc.) at meetings.

 

How to take notes/minutes of the meeting.
	Read relevant books/ information on the internet.

 

 

Attend a workshop on managing/ chairing meetings.

 

 

 

 

Look at previous minutes of meetings.
	 
	 


Also, do you need to develop all of these skills?  It may be that you already know how to takes notes/minutes of meetings.

 

Step 5 (Time Scale):

 

You need to decide when you are going to start working towards achieving this development objective and also when you will achieve it by (for example:  start immediately, next available workshop, by end of ……).
 

	Time Scale
	Specific Objective
	Development Area
	Development Activities
	Time Scale
	Expected Outcome

	Short- term
	To develop the knowledge/ skills for managing/ athlete debrief meetings
	How to run/ structure a meeting.

 

 

 

 

How to manage athletes’ behaviour (challenging, quiet, argumentative, take over, etc.) at meetings.

 

How to take notes/minutes of the meeting.
	Read relevant books/ information on the internet.

 

Attend a workshop on managing/ athletes’ debrief meetings.

 

 

 

 

 Look at previous minutes of meetings.
	Start immediately

 

 

 

 

 

Next available workshop

 

 

 

 

 

 

 Start immediately
	 


 

Step 6 (Expected Outcome):

 

You need to devise some measures of success – how will you know if you have been successful?

 

Continuing with the same example – see Expected Outcomes below:

 

	Time Scale
	Specific Objective
	Development Area
	Development Activities
	Time Scale
	Expected Outcome

	Short- term
	To develop the knowledge/ skills for managing/ 
Athlete debriefing meetings
	How to run/ structure a meeting.

 

 

 

 

 

 

 

 

How to manage athletes’ behaviour (challenging, quiet, argumentative, take over, etc.) at meetings.

 

How to take notes/minutes of the meeting.
	Read relevant books/ information on the internet.

 

 

 

 

 

 

Attend a workshop on managing/ athletes’ debriefing meetings.

 

 

 

 

Look at previous minutes meetings.
	Start immediately

 

 

 

 

 

 

 

 

 

 

Next available workshop

 

 

 

 

 

 

Start immediately
	Will have an understanding of the theory of how to conduct a debriefing; will have seen how other debriefing are conducted – best practice.

 

Will have an understanding of how to manage athletes at meetings.

 

 

 

 

Will have the knowledge of what information to include in the minutes.
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	Time Scale
	Specific Objectives
	Development Area
	Development Activities
	Time Scale
	Expected Outcome

	Short term


	
	
	
	
	


	Time Scale
	Specific Objectives
	Development Area
	Development Activities
	Time Scale
	Expected Outcome

	Medium term


	
	
	
	
	


	Time Scale
	Specific Objectives
	Development Area
	Development Activities
	Time Scale
	Expected Outcome

	Long term


	
	
	
	
	


