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Appendix 1:  Template Code of Behaviour
The Essence of Australian Sport

Template Code of Behaviour

Introduction

Our society expects high standards of behaviour from all people involved in sport and it is vital these expectations are met and the integrity of sport maintained.

Regardless of the nature of a person’s involvement in sport, The Essence of Australian Sport provides four guiding principles that lead to appropriate behaviour: Fairness, Respect, Responsibility and Safety.  The following Template Code of Behaviour has been developed to reflect and uphold these principles and assist in retaining the integrity and enjoyable aspects of sport. 

The Australian Sports Commission (ASC) has previously publicised a number of different Codes of Behaviour / Conduct / Ethics that were utilised by sporting organisations to help establish an expected standard of behaviour for their members and participants.  Based on feedback from the sport industry and in an effort to help reduce the confusion resulting from multiple and differing codes for the same roles or for people involved in multiple roles or sports, the ASC has reviewed the various suggested Codes and developed a template that is consistent and applicable to all roles and levels within all sports.  The ASC will also continue to provide the Junior Sport Codes of Behaviour for organisations and activities that principally deal with children and young people.

The Template Code of Behaviour may be used by sports as a benchmark in the development of their own code of behaviour.  Sporting organisations may adopt this Code in its entirety or may adapt the Code to suit their own needs and circumstances.  It is recommended that organisations gain input from those impacted upon by their code as this will assist in gaining greater awareness and ownership.

In consistently enforcing the Code, organisations will assist in providing safe and appropriate environments and quality services to their members, stakeholders and customers.



       Sport’s Code of Behaviour






TEMPLATE CODE OF BEHAVIOUR

This Template Code of Behaviour is intended to be the minimum standard for anyone involved in sport.

· Operate within the rules and spirit of your sport, promoting fair play over winning at any cost.
· Encourage and support opportunities for people to learn appropriate behaviours and skills.

· Support opportunities for participation in all aspects of the sport.

· Treat each person as an individual.
· Display control and courtesy to all involved with the sport.
· Respect the rights and worth of every person regardless of their gender, ability, cultural background or religion.
· Respect the decisions of officials, coaches and administrators in the conduct of the sport.
· Wherever practical, avoid unaccompanied and unobserved one-on-one activity (when in a supervisory capacity or where a power imbalance will exist) with people under the age of 18 years.

· Adopt appropriate and responsible behaviour in all interactions.
· Adopt responsible behaviour in relation to alcohol and other drugs.

· Act with integrity and objectivity, and accept responsibility for your decisions and actions.

· Ensure your decisions and actions contribute to a safe environment.
· Ensure your decisions and actions contribute to a harassment free environment.

· Do not tolerate harmful or abusive behaviours.
Add these points for a coaches’ Code of Behaviour:

Coaches

· Place the safety and welfare of the athletes above all else.

· Help each person (athlete, official etc) reach their potential - respect the talent, developmental stage and goals of each person and compliment and encourage with positive and supportive feedback.

· Any physical contact with a person should be appropriate to the situation and necessary for the person’s skill development.

· Be honest and do not allow your qualifications to be misrepresented.

Add these points for an officials’ Code of Behaviour

Officials
· Place the safety and welfare of the athletes above all else.

· Be consistent and impartial when making decisions.

· Address unsporting behaviour and promote respect for all people.

Sport Logo
Coach’s/Official’s Code of Behaviour
Individual Agreement Form
for accreditation or re-accreditation to the National Coach Accreditation Scheme (NCAS)/National Officiating Accreditation Scheme (NOAS)
TO:
        










National Sporting Organisation (NSO) 

I, 





 of 







Full Name





Address






Address cont.
am seeking accreditation/re-accreditation (please circle) for the following Australian Sports Commission (ASC) qualification:


Level



Sport


       Discipline (if applicable)

I agree to the following terms:

1. I agree to abide by the NSO Code of Behaviour overleaf.

2. I acknowledge that the NSO may take disciplinary action against me if I breach the code of behaviour. I understand that NSOs are required to implement a complaints handling procedure in accordance with the principles of natural justice, in the event of an allegation against me.

3. I acknowledge that disciplinary action against me may include de-accreditation from the National Coaching Accreditation Scheme/National Officiating Accreditation Scheme.

Please refer to the Harassment-free Sport Guidelines available from the Australian Sports Commission or contact your NSO, if you require more information on harassment issues.

_______________________
_________________________
____/_____/____

Signature
(if under 18, parent / guardian signature) 
Date

The NSO Coach's/Official’s Code of Behaviour must appear on the other side of the Coach's/Official’s Code of Behaviour Agreement Form.



TO: 





_________________________




National Sporting Organisation (NSO)

I, individually, am seeking accreditation for the following Australian Sports Commission (ASC) qualification:


Level



Sport


 
      Discipline (if applicable)

I, individually, agree to the following terms:
1. I, individually, agree to abide by the NSO Code of Behaviour overleaf.

2. I, individually, acknowledge that the NSO may take disciplinary action against me if I breach the code of behaviour. I understand that NSOs are required to implement a complaints handling procedure in accordance with the principles of natural justice, in the event of an allegation against me.

3. I, individually, acknowledge that disciplinary action against me may include de-accreditation from the National Coaching Accreditation Scheme/National Officiating Accreditation Scheme.

	Name
	Address
	Signature

(if under 18, parent / guardian signature)

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	


Please refer to the Harassment-free Sport Guidelines available from the Australian Sports Commission or contact your NSO, if you require more information on harassment issues.
The NSO Coach's/Official’s Code of Behaviour must appear on the other side of the Coach's/Official’s Code of Behaviour Agreement Form.

Appendix 2:
Updating Guidelines

These guidelines are intended to provide some direction to NSOs in developing their own updating policies. Some sports may have additional requirements beyond those specified in this document.

In order to update, coaches/officials must, in a four year period:

· complete the next level of qualification


or

· re-do the current level of qualification


or

· complete the following recommended number of hours of updating activities:

Level X – Y hours

Level XX – YY hours

Level XXX – YYY hours.

Note:  The maximum period during which coaches/officials are able to undertake the necessary updating activities to achieve NCAS reaccreditation is four years.  NSOs can choose to require updating/reaccreditation more regularly than this.

Updating Activities

Practical Coaching/Officiating 

· Fifty per cent of the required updating hours for each level should be completed through practical coaching/officiating.

· Half of these practical coaching/officiating hours can be self-monitored through the use of a coaching/officiating logbook. The other half of the practical coaching/officiating hours must be signed off in the logbook by an authorised coach/official within the sport (state or regional coaching/officiating director or a coach/official with a higher level of qualification).

· Practical coaching/officiating can be undertaken with any level of athlete or team or official and may occur on a regular basis (weekly, fortnightly) or in specific situations such as camps, clinics.

The remainder of the updating hours can be completed by any combination of the following activities:

Coach/Official Education

· Lecture/attendance at a coaching/officiating course

· Become a mentor for another coach/official

· Supervise coaching/officiating practice hours (NCAS training program requirement) for another coach/official

· Write and/or publish an article related to an aspect of coaching/officiating

Self Education

· Sport specific coaching/officiating seminar

· General coaching/officiating seminar (eg. conducted through a state coaching centre, state institute/academy)

· Strength and conditioning course (ASCA approved)

· Disability Education Program modules

· Sports Medicine Australia Sports Trainers course

· Recognised First Aid course

· Sports massage course

· Sports related tertiary education eg. Sports Coaching, Human Movement, Phys Ed

· Sports Administration course

· Leadership/communication training programs (or related topics)

· Attend a ‘related’ NCAS course eg. a triathlon coach attends a Level 1 Swimming course

· Observe a coaching/officiating session of a senior coach/official

· Become a member of the sport’s Coaches or Officials Association

Note:  Hours claimed must be equivalent to activities related to this association eg. attending a meeting.

· Other negotiated activities may be included in this category.

Conditions

1.
There is no maximum or minimum number of hours that can be claimed for any of the above.

2.
Activities must be verified in the coaching/officiating logbook by an authorised person eg. convenor of the course/workshop, state or regional coaching/officiating director.

3.
The number of hours claimed must be equal to the number of hours spent on that activity.

4.
Updating activities cannot all be completed in the space of one year. They should ideally be spread over the four year period. However, they must be undertaken in at least a two year period (this can be negotiated in special circumstances).

Re-entry

If a coach/official does not update their accreditation within the specified four year period, the sport may:

· require the coach/official to re-do the entire training program 


or

· require the coach/official to undertake a specified number of activities from the above lists.

Appendix 3:
Mentoring 

Background

Mentoring is a highly effective way for new coaches and officials to learn the ‘art’ of their role, and apply theory that they may have learnt in a classroom or through independent study. Mentors can bring life to a theoretical concept, demonstrate practical coaching and officiating skills, be a sounding board for problems, help the coach/official to identify some weaknesses or just be a source of motivation and a reminder that the coach/official is doing a great job. Mentoring relationships can be formally structured, with mentors assigned to coaches or officials, or they can grow out of a chance encounter with a like-minded coach/official and remain very informal. They can be equally useful for a new coach/official just starting out in their sport, as for an elite coach/official with many years of experience. It doesn’t matter what form a mentoring relationship takes, as long as both the coach/official and the mentor see value in the relationship and it helps them to develop and become better at their job. 

Many sporting organisations have implemented a formal process for coaches/officials to work with a mentor. Some sports even demand that a coach/official spend some structured time with a mentor, as part of the process of becoming qualified. Even in such cases though, no two mentoring relationships are the same. They all take on a life of their own and develop to suit the needs and the strengths of the individuals involved.  

Mentoring should be about helping another person, regardless of their stage of development, to change their coaching/officiating practice - for the better. The way in which this occurs may be different from sport to sport and person to person.

There are many benefits of mentoring for coaches and officials.

Benefits to the coach/official

· Mentoring can increase confidence and motivation.

· It can provide constructive feedback on performance.

· It helps coaches/officials to translate theory into practice.

· It provides opportunities to ‘network’ and enhance career prospects.

· It promotes lifelong learning through relationships.

· It can minimise the difficulties of attending training courses.

Benefits to the mentor

· Mentoring provides renewed enthusiasm and commitment to the mentor’s own work.

· It creates opportunities for mentors to share their knowledge and skills.

· It recognises the expertise of mentors.

· It provides new opportunities for mentors to learn.

Benefits to the organisation

· Mentoring can ease the difficulty and costs involved in conducting lengthy residential training courses.

· It taps into the expertise of experienced coaches/officials in your sport.

· It re-energises experienced coaches/officials who take on mentoring roles.

· Coaches/officials who have been mentored often become mentors and better people managers.

· It encourages coaches/officials to progress to the next level of accreditation through the motivation and assistance they receive from a mentor.

Types of mentoring relationships

Mentoring for coaches’/officials’ development can serve a variety of purposes. It can be used:

· as a key learning experience for coaches/officials to gain their accreditation (either in conjunction with courses or instead of them) 

· as a means of supervising coaching or officiating practice associated with accreditation

· as a means of professional development for coaches at any level of accreditation (eg. an updating activity)

· as a means to ‘fast track’ coaches or officials with potential through their accreditation. 

The Mentoring Process

Whatever the purpose of the mentoring relationship, effective relationships involve the following processes:

1. Identifying needs – by identifying the needs of the coach/official and the mentor at the beginning of the relationship, it will be clear what both parties hope to get from it and the experience can be better tailored to meet the needs of both parties.

2. Goal setting – after identifying both parties’ needs it should be possible to set some specific goals for the relationship – for both the coach/official and the mentor. An example of a goal for a coach being mentored might be “to improve the quality of feedback provided to individual athletes at training”, whereas a mentor might have a goal “to spend 10 minutes reflecting on my own coaching after each training session, so that I am better able to explain the rationale for my actions to the coach I am mentoring”.
3. Establishing an agreement – the agreement does not need to be a formal written one (although this might be appropriate), but the coach/official and mentor should at least discuss and agree upon some ground rules for the relationship, eg. how often they will meet and where, whether its OK to phone one another at home, what time period they want the relationship to run for and when they want to review the relationship etc.

4. Observation – observation of the coach/official in action should focus on the needs and goals that they have already identified. It might be helpful for the coach/official and the mentor to develop a simple observation checklist to ensure that the mentor focuses their attention on the coach’s/official’s areas of need.

5. Analysis and feedback – this should be a shared process, with the coach/official being given the opportunity to analyse their own performance, as well as the mentor providing their analysis. This will encourage the development of reflective coaches/officials, who have the ability to analyse their own performance and improvements. Questioning can be an extremely valuable tool for mentors at this step in the process. By asking supportive, but challenging, questions of the coach/official, the mentor will empower them to make their own analyses and subsequent improvements to their performance.  
6. Action planning – once the mentor has observed and analysed the performance of the coach/official, together they can explore ways of improving the coach’s/official’s performance. Ideally the mentor should write down the strategies to be used for improvement and re-visit them after further practise to ensure that the strategies have been effective.
7. Review – the mentoring relationship is likely to change and grow as it progresses. Many relationship are not always smooth sailing however, and the effectiveness of the relationship should be reviewed at regular intervals. If the relationship is no longer meeting the needs of the coach/official or the mentor then it may be time to end the relationship or find a new mentor.

When can mentoring occur?

Some opportunities for mentoring include:

· At training.  A mentor can be invited to observe some of the coach’s/official’s sessions, or they may even take a part of a session to give the coach/official an opportunity to see them in action.

· At competitions.  A mentor can be invited to observe at competitions, however the mentor needs to consider the effect that any mentoring will have on the performance of the athletes. Perhaps scheduling some time with a mentor after competition to review the coach’s/official’s performance is the best compromise.

· Video analysis.  It may be difficult to have a mentor attend a practice session or competition, particularly in rural areas. A good alternative is to video tape the coach/official in action and send the tape to the mentor for comment. It is also important to provide the mentor with some background and the goals and plan for the session, as they will not be aware of the context in which the video is taken. The video process should ideally be a catalyst for discussion of the coach’s/official’s performance, not become the focus of the exercise in itself.

· Analysis of a video of an athlete performing.  This can be a good way to obtain some mentoring on the technical aspects of the sport, but it can also be an opportunity to discuss communication skills. Mentors can encourage coaches/officials to role-play how they might talk to the athlete about their performance or change their technique.

· Planning of sessions/seasons.  Having a mentor comment on plans can help to identify any shortcomings and enable coaches to build better plans for the future.

· Interacting with sports scientists and support staff.  Developing coaches often have little opportunity to work with sports scientists. Learning from a mentor how to best use these personnel can be a valuable experience.

Appendix 4:
Sample Evaluation Questionnaire

Please answer questions by circling a response, and by offering comments if you wish.

1.
To what extent did this course meet your expectations?


Not at All
1
2
3
4
5
Completely

2.
Was the balance between practical and theoretical material adequate?


Not at All
1
2
3
4
5
Completely

3.
Were the sessions well organised? 


Not at All
1
2
3
4
5
Completely


What improvements are needed?


4.
Comment on the program format. (eg. sections to eliminate, time allocation, timetabling)

5.
Was the course too long?


Yes / No    (please circle)

6.
Was the venue suitable for the needs of the course?


Not at All
1
2
3
4
5
Completely

7.
Were the accommodation and meals adequate?


Not at All
1
2
3
4
5
Completely

8.
Comment on the general abilities of the lecturers/presenters by circling the appropriate number:
Poor
Fair
Average
Good
Excellent


Knowledge of subject
1
2
3
4
5


Teaching skills
1
2
3
4
5


Planning/preparation
1
2
3
4
5


Enthusiasm
1
2
3
4
5


Time for questions
1
2
3
4
5

9.
Are there any further topics that you would like to gain competencies in?

10.
Was the pre-course correspondence sufficient? 


Not at All
1
2
3
4
5
Completely


If no, why?



11.
In preparation for the course, were the reading/tasks helpful?


Not at All
1
2
3
4
5
Completely

12.
Was the supervision of and feedback on coaching/officiating practice adequate?


Not at All
1
2
3
4
5
Completely

13.
As a club or school coach/official was the training program useful and relevant?


Not at All
1
2
3
4
5
Completely

14.
Do you understand all the procedures involved to gain your qualification?


Not at All
1
2
3
4
5
Completely

15. What aspect of the course was most helpful and why?  (can include specific Units/Modules here)
16. Were any modules inappropriate/irrelevant and why?
17.
General Comments

Appendix 5:
Sample Standards Required of Training Program Deliverers Policy
Educational Standards

Training program deliverers will maintain high professional standards in the marketing and delivery of education and training services, which protect the interests and welfare of the participant.

Training program deliverers will maintain a learning environment that is conducive to the success of participants. They will have the capacity to deliver the nominated training program(s), provide adequate facilities and use appropriate methods and standards.
Marketing

Training program deliverers will market their training programs with integrity, accuracy and professionalism, avoiding vague and ambiguous statements. In the provision of information, no false or misleading comparisons will be drawn with any other delivery organisation or training program.

Trainee Information

Accurate, relevant and up-to-date information should be provided to participants prior to commencing the training program. This should include:

· admissions procedures and criteria

· copy of the refund policy

· total fees/costs to participants

· details of the certification to be issued on full or partial completion of the training program

· competencies to be achieved by trainees

· assessment procedures

· grievance/appeal procedures

· RPL arrangements.

Recruitment

Recruitment of training program participants will be conducted at all times in an ethical and responsible manner, and be consistent with the requirements of the curriculum.

Training program deliverers should ensure that selection decisions for entry into training programs comply with equal opportunity legislation. These decisions should be made by appropriately qualified staff and be based on the applicants’ qualifications and likelihood of achieving the stated competency standards.

Refunds

Training program deliverers must safeguard fees paid by trainees. Proponents must have a refund policy, which is fair and equitable.

Sanctions

The ASC may withdraw NCAS and NOAS training program registration from proponents who breach this code of practice.

Equal Employment Opportunities (EEO) Principles and Practices

Training program deliverers must be aware of EEO principles and practices as they apply to education and training. They should observe the following points:

· Characters (and their names) used in case studies, exercises and examples must be free from stereotypes and unlikely to cause offence.

· Material and presenters must discourage and prevent polarisation of participants.

· The training program content, process and/or activities must include all trainees and avoid giving an advantage to any one individual or group over another.

· Verbal and non-verbal language must be non-discriminatory.

· Humour must be non-discriminatory.

· Training program materials such as session plans, videos, handouts, graphics and cartoons must be non-discriminatory and unlikely to offend.

Appendix 6:
Sample Procedure for Recognition of Prior Learning/Current Competence 

Recognition of prior learning/current competence procedure

If a person considers that they have already acquired the competencies of the specific NCAS/NOAS training program, they may apply to have these skills recognised. 

The RPL/RCC Assessment is carried out when the applicant provides evidence of the relevant competencies, completes the RPL/RCC application form and forwards this with any fees required by the organisation for processing.

How can prior learning be recognised?

There are many ways that you can show evidence of the competencies you hold. RPL/RCC can only be granted on current evidence, that is, work that has been completed within the last four years.  Some examples of evidence that can be provided to demonstrate your competencies include:

· Copies of certificates, qualifications achieved from other courses, school or tertiary results

· Statements outlining courses and/or study that you have undertaken and the learning outcomes/competencies achieved from these.

· Resume of experience

· Reports from people within your sport

· Relevant work samples eg. training programs, videos of your coaching.

· Evidence of home/self directed study which may include a list of recent readings, synopsis of seminars attended, reports of own research/analysis undertaken.

An RPL/RCC assessment panel will assess the application. The panel should comprise people who are experienced in the areas of:

· Coach/Official Education
· Assessment
· It is also desirable that they are accredited at a higher level than the RPL/RCC applicant.

RPL/RCC procedure

The following sequential process has been established as the procedure to be followed when a person wishes to obtain credit of prior learning or current competencies through RPL/RCC.

Step 1 – complete application and send to course coordinator

Applicants will need to gather all relevant supporting documentation and complete the RPL/RCC application form.  Forward this with supporting documentation, and the relevant fee, to the Course Coordinator, or State or National Coaching or Officiating Coordinator.

Step 2 – assessment

The application will be reviewed by an RPL/RCC assessment panel.  The panel will compare the evidence provided by the applicant with the competencies required for the training program. A judgement will be made about whether the applicant wholly or partially meets the requirements. The panel should check that the evidence submitted conforms to the following RPL/RCC principles:

· validity (is the evidence relevant?)

· sufficiency (is there enough evidence?)

· authenticity (is the evidence a true reflection of the candidate?)

· currency (is the evidence recent – obtained within four years?).

The RPL/RCC assessment panel will complete and return the assessors’ reports with recommendations for the applicant.

Step 3 – notification

The applicant will be notified of the decision within two months of receiving the application.  
In the event of partial completion of the competencies, the panel will outline which competencies still need to be achieved, and preferably what evidence is still required.

Options include:

· supply further supporting documentation

· complete certain assessment activities

· complete parts of a training program

· work with a mentor to obtain the required competencies.

Successful applicants for RPL/RCC will receive the appropriate certification/accreditation, and where appropriate, will be placed on the NCAS/NOAS database.

Step 4 – appeal

The applicant has the right to appeal the RPL/RCC assessment panel's decision, if they believe the decision is unfair, unjust or if the panel has misinterpreted the evidence.

In the case of an appeal, a new assessment panel will be established.  The new assessment panel will review all material available and make a decision.  The RPL/RCC review assessment panel will notify the applicant of the decision within two months of receiving the appeal. The decision of the RPL/RCC review assessment panel will be final.
RPL/RCC Application Form

SECTION 1 – Personal details

Name:  ................................................................................................................................................................

Organisation:  ........................................................................................................................................

Position:  ................................................................................................................................................

Address:  ................................................................................................................................................


Postcode:  ............................................................................................................................................... 

Phone:  ....................................................................Fax:  ......................................................................

Mobile:  ..................................................................Email:  ...................................................................

SECTION 2 – Evidence (COMPULSORY)

	Competency
	Summary of evidence provided

Please supply evidence relating to each competency in the form of education and training, work related experiences and life experiences. Please attach copies of documents and /or references to the application form.

	List the competency or learning outcome for which recognition is being sought
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	


Note: Continue to insert extra spaces for additional competencies/learning outcomes and assessment criteria
I declare that the evidence I have provided is a true and accurate record of my work and life experiences:

...........................................................................................                   .......................................

Signature of applicant
Date
Payment

Applicants must pay an RPL/RCC administration fee.

Amount payable: $..............................

Cheque/money order enclosed payable to:


RPL/RCC Assessor Report

Applicant’s name:...............................................................................................................................................

	Competency
Insert competency learning outcome details
	Evidence Supplied
	Validity
(is the evidence  relevant to the performance criteria?)
	Sufficiency
(is there enough evidence?)

(
	Authenticity
(is the evidence a true reflection of the candidate?)
	Current
(is the evidence recent? obtained within the last four years?)
	Comments

	
	Yes (
No (
	Yes (
No (
	Yes (
No (
	Yes (
No (
	Yes (
No (
	

	
	Yes (
No (
	Yes (
No (
	Yes (
No (
	Yes (
No (
	Yes (
No (
	

	
	Yes (
No (
	Yes (
No (
	Yes (
No (
	Yes (
No (
	Yes (
No (
	

	
	Yes (
No (
	Yes (
No (
	Yes (
No (
	Yes (
No (
	Yes (
No (
	

	
	Yes (
No (
	Yes (
No (
	Yes (
No (
	Yes (
No (
	Yes (
No (
	


<<Note: Continue to insert extra spaces for additional competencies/learning outcomes>>

All competencies/learning outcomes met:  (please tick)
· YES

· NO (please provide advice to the applicant of what evidence they are still required to supply)

Date of Assessment:..............................................................

Name of Assessor:...........................................................................................................................

Position:......................................................................... Contact number:......................................

	Assessor's comments
	Recommendations

	
	

	
	


Appendix 7:
Competency Based Training (CBT) and Competency Standards

In the field of coaching and officiating, CBT focuses on what is expected of a coach/official in the sport setting. It aims to provide all coaches and officials with access to a needs-based and flexible training program, which helps the coach/official to gain the required competency standards.

Principles of CBT

1.
Competency Standards

Definition:
The application of skills and knowledge in the workplace to an agreed standard.  Competency relates to what a person can do.
Competency standards are a specification of the levels of knowledge and skill required, and the application of that knowledge and skill for effective performance in the field. These standards should be:

· related to realistic sport coaching/officiating practices

· expressed as outcomes

· understandable to coach/official educators, administrators, coaches and officials.

Competency standards should include requirements to:

· perform individual coaching/officiating tasks

· manage a number of different coaching/officiating tasks

· respond to irregularities and breakdowns in routine

· deal with the responsibilities and expectations of the sport environment, including working with others.

Training enables the coach or official to develop the competencies. Assessment is used to establish whether a coach or official can execute the competency standard or has achieved a learning outcome as a result of training.

The ASC has developed minimum standards for Levels 1 - 3 (see page 22). These can be adapted or made more relevant to the specific sporting environment.

2.
Access and Equity

Access to the program, and the practices and methods used to conduct the training program, must be equitable to all learners and must not limit their involvement on the grounds of age, gender, disability, coaching status, social status, educational background or location. Nor should CBT discriminate against people from non-English speaking backgrounds or people with low literacy skills where literacy is not critical to the competency required in the sport setting.

3.
Recognition of Prior Learning (RPL)/Recognition of Current Competence (RCC)
The curriculum should specify the outcomes of the training program as behavioural objectives. Knowing these objectives will enable the assessment of a coach’s/official’s prior learning/current competence outside the training program. Exemptions must be available for this prior learning/current competence within the training program.

The training program submitted for registration must include a policy statement regarding the recognition of prior learning/current competence and indicate briefly the methods used by the sport to assess informal and formal prior learning/current competence. 

4.
Flexibility

The principle of flexibility in CBT requires training program organisers to provide alternative approaches to coach/official education, which optimise the development of coaches/officials.

A feature of CBT is that there is no single approach to the delivery or assessment of the training program. Delivery and assessment methods are to be developed in consultation with the candidate and must cater for the needs of the individual coaches/officials.

Some of the typical delivery methods are full time or part time training program attendance, home study, self-paced learning, apprenticeships (including 'on-the-job’ training) and computer managed learning.

5.
‘On and off the job’ training

Training programs in a competency based system generally involve both ‘on and off the job’ learning. In some coach/officials education programs the majority of the training was done ‘off the job’ in a training program situation. Only minimal time was spent training ‘on the job’ and very rarely was this structured as a learning experience under the guidance of a mentor coach.

CBT recognises the importance of gaining competence in the real world of sport - on the field, in the gym, on the pool deck etc. Training programs are therefore structured to include a more formalised ‘on the job’ training component where candidates undertake practical coaching/officiating experience under the guidance of a more experienced coach/official. This practical experience should be a constructive learning experience, which leads to the achievement of learning outcomes within the curriculum and the required standards of competence.

6.
Assessment

Assessment within a CBT program is also undertaken in a more practical manner. Exams and written assessments tend to be kept to a minimum, with coaches’/officials’ competence assessed in more practical settings (either in the real world of coaching/officiating or through role plays and simulations).  

In order to determine whether the required level of competence has been met, practical observations should be guided by clear assessment criteria that the candidate is aware of.

Further information on assessment is contained in Appendix 7.

Competency Standards

Sample NCAS Competencies

Note: At each level, the competencies of the preceding level are assumed (i.e. an Advanced level coach also has Beginning coaching competencies).

Beginning Coaching Competencies

· Explain the roles and ethical responsibilities of the coach.

· Develop strategies to work with parents, officials and sports administrators.

· Plan and review coaching sessions for beginner level athletes.

· Assess and manage the risks of coaching.

· Safely conduct a training session, ensuring fun and maximum participation through games and activities.

· Utilise a range of communication, teaching and behaviour management strategies to help athletes learn basic skills and tactics.

· Cater for the physical and social development of athletes.

Intermediate Coaching Competencies

· Display behaviours and standards expected of a coach, and self-evaluate to improve their coaching performance
· Manage a coaching program by leading, and working effectively with others
· Develop and review a coaching plan for a season
· Manage the safety requirements of coaching
· Demonstrate a range of coaching methods and communication techniques
· Adapt their coaching program to include and cater for a range of individual needs
· Assist athletes to develop and improve skills
· Develop activities to improve an athlete's physical abilities
· Recognise structures and movement of the body in order to analyse performance
· Take into account growth and development considerations when coaching a range of athletes
· Assist athletes to use nutritional strategies for sports performance

· Use basic psychological training skills to assist athletes prepare for sports performance

· Advise athletes regarding anti-doping issues

Advanced Coaching Competencies

· Lead and manage a program, squad, or team. 

· Utilise and develop self management skills to manage the demands of coaching and maintain a healthy, balanced lifestyle and encourage others to do so.
· Utilise a range of leadership and communication skills to create an optimal environment for learning and performance and work effectively with others.

· Utilise a range of information technology applications to assist the achievement of coaching objectives.

· Design, implement, monitor and review a holistic, integrated annual plan that will assist a team or individual athletes to progress to targeted goals and/or a short term plan that will assist a representative team to progress to targeted goals.

· Design, implement, monitor and review a physical conditioning program that will assist a team or individual athletes to progress to targeted goals.

· Utilise a range of teaching strategies to help athletes develop advanced technical and tactical skills.

· Assist athletes to develop the psychological skills required for competition.

· Identify and implement strategies for ensuring optimal nutrition and hydration for athletes and support staff during travel, training camps and competition.  

· Plan, implement, monitor and review recovery strategies to meet team, individual athlete and support staff needs.

· Plan, implement, monitor and review strategies to assess and monitor team and athlete progression throughout the training year. 

· Assist athletes to prevent and manage injury and illness 
· Educate athletes and support staff about their obligations under relevant anti-doping policies and model anti-doping behaviours.

· Vary their approach to cater for individual difference - including gender, generation, development and maturation, training background, ability/disability, cultural and religious background – within the context of the team.

· Plan, lead, coach at and review training camps and competition to achieve identified goals. 
· Identify and develop new talent.

Sample NOAS Competencies

Introductory Level Official
1. Display professionalism, integrity and ethical conduct in their role as an official.

2. Prepare for the requirements of officiating, and review their own performance after a competition.

3. Manage the risks of officiating in competition, and abide by the legal responsibilities expected of an official.

4. Use a range of communication strategies to develop effective relationships, minimise conflict, and deal with disputes effectively.

Advanced Level Official
5. Continually improve own officiating skills, including mental skill requirements.

6. Carry out administrative, reporting and tribunal requirements.

7. Plan for the risks of officiating in competition

8. Work with a wide range of people to enhance on and off field relationships.

9. Utilise leadership and negotiation skills.

Appendix 8:
Notes on Assessment

In competency based education and training, assessment is carried out to see if coaches/officials have met the requirements of the training program. Significant emphasis is placed on learning strategies that lead to coaches/officials developing competencies. That is, a program of education and training should develop the competencies that are identified for that level of accreditation.

This approach to education requires the training program to develop competent coaches/officials. Less emphasis is placed on pass/fail grading. A candidate who “fails” will be guided to attend to those learning outcomes where additional work is required for them to meet the standard.

The aim is thus to produce a competent coach/official.

Principles of assessment

Assessments should always be valid, reliable, fair and flexible. In designing the training program, the proponent should select assessment methods that adhere to these principles and are feasible to implement within the resource constraints faced by the sport.

Validity

Assessments are considered to be valid when they actually assess what they claim to assess. A written test for example, may not be a valid assessment of a coach’s ability to actually coach a group of children.  

Consider the following questions:

· Does the assessment tool actually assess what it claims to assess?

· Does it relate to the competency being assessed?

· Will enough evidence be gathered to measure whether the competency has been met?

· Have candidates demonstrated the range of skills and knowledge needed to demonstrate competence?

· Have they demonstrated this competence in a practical setting?

Reliability

Reliable assessment uses methods and procedures that can be applied consistently from learner to learner and context to context.

Consider the following questions:

· Will the assessment be applied consistently from learner to learner and context to context?

· Are the standards of performance required clearly stated and easy for both candidate and assessor to interpret?

· Will the assessment be consistent if repeated on a number of occasions, in different settings, by different assessors?

Flexibility

Assessment methods should be sufficiently flexible to allow candidates with differing needs to demonstrate their competence.

· Will the assessment be flexible enough to work in a variety of settings eg. isolated coaches, coaches with poor literacy skills?

· Will it allow credit for prior learning and experience?

· Will it be flexible enough to allow candidates to progress through the modules of the training program at their own pace?

Fairness

Assessment is fair if it does not disadvantage particular learners. Learners should understand clearly what is expected of them and what form the assessment will take. Assessment should place all learners on equal terms, and the assessment procedure should support their learning.

To assess fairness, consider the following questions:

· Will the assessment processes be equitable for all candidates (consider gender, race, disability, social and educational background)?

· Will the candidates know what is required and on what criteria they will be assessed?

· Will there be avenues for appeal/re-assessment should candidates challenge the assessment that has been made?

Forms of assessment 

There is a wide variety of methods to assess candidates. In developing the training program assessment methods should be chosen that adhere to the principles of assessment outlined above.  Some common assessment methods in competency based training programs include:

· Observation, where an assessor observes the learner actually performing a task in the real life situation. This observation may occur during training program or during the coaching/officiating practice component. Questioning may also complement observation.

· Simulations and role plays where actual tasks and conditions are as similar as possible to real life situations.

· Pen and paper tests, essays and projects, which are often used to measure the extent of knowledge.

· Oral tests which can be used as an adjunct to practical demonstration.

More examples of assessment methods are provided on the following pages.

 Effective Assessment Methods

Methods of collecting evidence

There are many methods of collecting evidence. The method used will usually depend on the purpose of the assessment (eg. performance or knowledge). Methods of collecting evidence include:

Observation of the trainee performing work or a specific task

Observation usually provides the best evidence of a candidate’s competence in a practical setting. This method can be used to gain an accurate picture of the candidate’s performance of simple tasks or more complex integrated skills. 

	Practical Demonstration
Demonstrates capabilities via steps and/or processes to produce a product or a work sample. (Note: video may be used to provide the demonstration in certain situations, rather than ‘face to face’).
	Problem Solving
Implement problem-solving techniques to analyse a product or process for errors or problems.

	Practical Experience

Candidate fulfils certain criteria within the work environment, demonstrating job specific skills.
	Simulation
The candidate is required to demonstrate certain skills, but in simulated work conditions.


Written tests

The type of written test used will depend on the intention of the assessment (eg. assessing candidate’s knowledge, comprehension, problem solving, or specific writing skills).

	Extended essay
An open-ended type of written assessment.
	Matching
Two lists are presented, one with statements and the other responses, which must be matched.

	Restricted essay
A written response which is more detailed than a short answer but less open-ended than an extended essay.
	Multiple choice
A question or incomplete statement, followed by four or five options from which the trainee must select the correct one.

	Short answer
A question with a predetermined answer which requires a written response of no more than a few words.
	Multiple response
A variant on multiple choice where there is more than one correct response.

	Structured question
An assessment instrument made up of a diagram, text, picture, etc followed by a series of related questions.
	True/False
A statement, which the trainee is required to indicate as true or false.

	Alternate response
A statement with two possible responses from which the trainee must select the correct one.
	Completion
An incomplete statement in which the trainee is required to supply the missing words.


Oral tests or questioning

This method can be used to assess the learner’s ability to listen, interpret and communicate ideas about information. Sometimes written material or other information is provided as the basis for the questions. This will vary depending on whether the assessment is designed to test the candidate’s skills in analysis, comprehension, description or straight recall. 

	Oral presentation
The candidate presents arguments or evidence on a particular topic to the assessor. The presentation may involve use of audio visual aids where appropriate.
	Interview schedule
A series of questions designed to check understanding of underpinning knowledge and probe doubtful areas. May be conducted one to one or in a panel format.


Simulation/role-play/case study

When it is not possible to assess competence directly in a practical setting, an artificial situation can be created which imitates the ‘real thing’.

	Case study
Response to a specified situation. Used to ascertain the candidate’s problem-solving techniques, background knowledge.

	Simulation
A structured resource based exercise, which seeks to simulate real life situations and requires the trainee to achieve a specific task.

	Role-play
A person-centred simulation used to present candidates with the opportunity to display behavioural and inter-personal skills.
	Note: When using simulations and role-plays, it is important that appropriate briefings and de-briefings are given to participants (these may be other course participants or athletes).


Reports

Reports can be used in both practical and simulated training environments. They are a useful supplementary assessment tool to support other evidence obtained (i.e. in a practical setting). They can also be used in conjunction with another assessment method (eg. the candidate provides written details of their knowledge and also responds to oral questions about their reasoning).

	Project
An assessment tool consisting of any exercise or investigation with relaxed time constraints and which usually requires a significant part of the work to be done without close supervision.
	Project report
A written overview of a project, which may also require an oral presentation.


Portfolio

Evidence for a portfolio can be gathered over a suitable period of time and may include a range of direct, indirect and supplementary sources. The assessor may want to clarify details about the evidence via an interview after submission of the portfolio.

	Portfolio of evidence
Documentary material which links the evidence of their performance to a set of criteria used for assessment (eg. transcripts from previous training and assessment, reports from employers).


Sample Assessment Tools

Sample Assessment Tool 1 (Coaching)

Assessment task: 
Organise and conduct a practical coaching session of 60 minutes 
duration with a group of athletes.

Purpose of assessment:
This assessment task will enable the coach to demonstrate competency in the areas of group management, teaching and communication skills (as set out in the performance criteria in the checklist below).

Assessment conditions:
The candidate will:

· have access to an appropriate sporting venue to undertake the assessment task (provided by the regional association)

· be permitted to re-present for assessment as many times as is necessary in order to achieve competency.

Evidence required:
The candidate is required to demonstrate all of the performance criteria as set out in the checklist below. 

The candidate must demonstrate the performance criteria consistently throughout the session (i.e. more than once during the session).

Assessment arrangements:
The assessment activity will take place on [date] at [location]. The candidate must provide their own sporting and coaching equipment and arrange for a suitable number of athletes to be present. 

Name of candidate: 
____________________________________________________

Organisation/club: 
____________________________________________________

Phone No.:


____________________________________________________

Assessor(s) name:
______________________________________________


	Performance Criteria/Learning Outcomes
	Comments
	Demonstrates competency
	Not yet competent

	· develop a session plan appropriate to the group being coached
	
	
	

	· quickly organise a group, and move efficiently from activity to activity
	
	
	

	· implement a series of skill development activities appropriate to the level of the athletes 
	
	
	

	· customise teaching methods to suit the level of the athletes
	
	
	

	· progress the session and link a series of skills to enable the athlete to perform an overall task or game routine
	
	
	


	· provide constructive feedback to the group in a positive manner
	
	
	

	· implement positive and appropriate communication strategies in one to one situations
	
	
	

	· use appropriate non-verbal communication (i.e. body language)
	
	
	

	· analyse strengths and weaknesses of own teaching methods 
	
	
	


Result:




(
Candidate has achieved competency

(
Candidate is not yet competent

Reasons for decision: 

	Assessor signature(s):
	Candidate signature

	Date:
	Date:


Comments/feedback on assessment process (i.e. Comment on any problems, recommendations for modification to assessment procedures)

Sample Assessment Tool 2 (Officiating)

Assessment task: 
Officiate a game safely in accordance with the rules and regulations.

Purpose of assessment:
This assessment task will enable the official to demonstrate competency in the areas of risk management, applying the rules and regulations of the game and communication skills (as set out in the performance criteria in the checklist below).

Assessment conditions:
The candidate will:

· have access to an appropriate sporting venue to undertake the assessment task (provided by the regional association)

· provide their own sporting and officiating equipment

· be permitted to re-present for assessment as many times as is necessary in order to achieve competency.

Evidence required:
The candidate is required to demonstrate all of the performance criteria as set out in the checklist below. 

The candidate must demonstrate the performance criteria consistently throughout the game (i.e. more than once during the session).

Assessment arrangements:
The assessment activity will take place on [date] at [location]. 

Name of candidate: 
____________________________________________________

Organisation/club: 
____________________________________________________

Phone No.:


____________________________________________________

Assessor(s) name:
____________________________________________________

	Performance criteria/Learning outcomes
	Comments
	Demonstrates competency
	Not yet competent

	· arrive at the venue at least half an hour prior to the game commencing
	
	
	

	· organise human and physical resources appropriate to the needs of the competition
	
	
	

	· undertake a risk analysis of the field of play
	
	
	

	· apply the rules and regulations of the game
	
	
	

	· ensure safety of self and others throughout the game
	
	
	

	· demonstrate positioning skills relevant to officiating the game
	
	
	

	· use effective communication strategies to officiate the game
	
	
	

	· use appropriate signals
	
	
	

	· use other appropriate non-verbal communication strategies (i.e. body language)
	
	
	

	· provide constructive feedback to the group in a concise manner
	
	
	

	· implement positive and appropriate strategies in one to one communication situations to prevent or resolve conflict
	
	
	

	· respond promptly to an emergency situation if required
	
	
	

	· develop a report after the game
	
	
	

	· analyse the strengths and weaknesses of their officiating 
	
	
	


Result:




(
Candidate has achieved competency

(
Candidate is not yet competent

Reasons for decision: 

	Assessor signature(s):
	Candidate signature

	Date:
	Date:


Comments/feedback on assessment process (i.e. Comment on any problems, recommendations for modification to assessment procedures)

Appendix 9:
Verbs for Writing Learning Outcomes

Knowledge

Delineate, document, express, fill in, label, list, locate, name, outline, place, produce, recall, recite, record, rephrase, reproduce, restate, sketch, state, tell, write.

Avoid using: acquire, aware of, awareness of, familiar with, know, realise, recognise. 

Comprehension

Change, compile, complete, construct, define, delineate, demonstrate, detail, determine, develop, differentiate, draw, explain, illustrate, interpret, make, match, operate, perform, predict, prepare, read, rearrange, reorder, represent, rewrite, select, summarise, transform, translate, use.

Avoid using: appreciate, comprehend, conclude, decide, deduce, infer, understand.

Application

Apply, choose, classify, compare, compute, correct, demonstrate, design, devise, employ, extend, extrapolate, interpolate, investigate, organise, produce, relate, resolve, restructure, solve, transfer, unravel.

Analysis

Analyse, categorise, contrast, deduce, detect, discriminate, discuss, distinguish, estimate, justify, revise, separate, subdivide, support.

Synthesis

Combine, debate, design, formulate, modify, originate, plan, propose, relate, specify, transmit.

Evaluation

Argue, compare, decide, evaluate, validate.

Avoid using: appraise, judge.


Psychomotor

Adjust, align, apply, assemble, close, connect, construct, disassemble, disconnect, insert, load, measure, manipulate, open, operate, remove, repair, replace.

Receiving

Ask, choose, describe, follow, give, hold, identify, locate, name, point to, select, reply, use.

Responding

Answer, assist, comply, conform, discuss, label, perform, practise, present, read, recite, report, select, tell, write.

Valuing

Complete, describe, differentiate, explain, follow, form, initiate, invite, join, justify, propose, read, report, select, share, study, work.

Organisation

Adhere, alter, arrange, combine, compare, complete, defend, explain, generalise, identify, integrate, modify, order, organise, prepare, relate, synthesise.

Consistent behaviour

Act, discriminate, display, influence, listen, modify, perform, practise, propose, quality, question, revise, serve, solve, use, verify.

Appendix 10:
ASC Resources

ONLINE RESOURCES:
ASC learning portal:
· Access to the ASC’s online training programs including the Beginning Coaching General Principles: https://learning.ausport.gov.au 
Coach official educators:
www.ausport.gov.au/supporting/coachofficial  

· Policy guidelines – (eg/ Updating, Codes of Behaviour and Recognition of Prior Learning/Current Competence)

· Coaching General Principles - curriculums, worksheets and presenter's guides & slides 

· Officiating General Principles - curriculums, worksheets and presenter's guides & slides 

· Assessor Training - curriculum, presenter's guides & slides 

· Mentor Training - program and presenter's slides 

· Presenter Training 
Beginning Coaching General Principles:
· Beginning Coaching General Principles - Curriculum (PDF 87 KB) 

· Beginning Coaching General Principles - Worksheets (PDF 45KB) 

· Beginning Coaching General Principles - Presenter's Guide (PDF 220KB) 

· Beginning Coaching General Principles - Powerpoint Slides (PPT 969 KB) 

Level 2 Coaching General Principles

· Level 2 Coaching General Principles - Curriculum (PDF 206 KB) 

Introductory Level Officiating General Principles

· Introductory Level Officiating General Principles - Curriculum (PDF 69 KB) 

· Introductory Level Officiating General Principles - Worksheets (PDF 29KB) 

· Introductory Level Officiating General Principles - Presenter's Guide (PDF 184 KB) 

· Introductory Level Officiating General Principles - Powerpoint Slides (PPT 783 KB) 

Advanced Level Officiating General Principles

· Advanced Level Officiating General Principles - Curriculum (PDF 67 KB) 

· Advanced Level Officiating General Principles - Worksheets (PDF 24KB) 

· Advanced Level Officiating General Principles - Presenter's Guide (PDF 163 KB) 

· Advanced Level Officiating General Principles - Powerpoint Slides (PPT 712 KB) 

Assessor Training

· Assessor Training - Curriculum (PDF 126 KB) 

· Assessor Training - Presenter's Guide (PDF 189 KB) 

· Assessor Training - Powerpoint Slides (PPT 882 KB) 

Mentor Training

· Guidelines for Building a Mentoring System for Coaches or Officials (PDF 50 KB) 

· Mentor Training - Presenter's Program (PDF 81 KB) 

· Mentor Training - Powerpoint Slides (PPT 445 KB) 

Tools and Tips Web Pages

The tools and tips web pages for beginner coaches and officials can be accessed at: http://www.ausport.gov.au/participating/coaches/tools.   

The pages contain ‘survival pack’ information for new coaches and officials, including information on managing children, working with parents, dealing with spectators and managing conflict.  There is information for clubs on ways to recruit and retain coaches and officials.

On line Publications 

· Sports Coach magazine (to be available on line from 2008 and will incorporate Coaching Australia and Officiating Australia Newsletters

PUBLICATIONS

Publications produced and managed by the coaching and officiating unit and available through the AIS Shop http://shop.ausport.gov.au  include:

Books

· Beginning coaching (fourth edition)
· Intermediate Coaching
· Better coaching: advanced coach’s manual (second edition)

· Better coaching level 2 workbook

· Introductory level officiating general principles manual

· Advanced level officiating general principles manual

· Coaching athletes with disabilities

· Assessor Training participant manual
· Presenter/Facilitator Training manual

· Coaching Athletes with Disabilities
Audio visual resources

· Assessor training presenter DVD
· Game Sense DVD
· 20m shuttle run test 

· Managing the risks of coaching; protecting you and your athletes DVD
· A winning diet for sport DVD
· Coaching Better and Video Self Analysis DVD
State Coaching and Officiating Centres

The coaching and officiating unit works in conjunction with state and territory coaching and officiating centres.  For more information on each state and territory contact details visit: http://www.ausport.gov.au/supporting/coachofficial/info/state_contacts
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