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About the guide
This guide will take you through the Training Needs 
Analysis (TNA) and Personal Development Plan 
(PDP) process for coaches. It has been written 
to support:

• an individual taking a coach through the process

•  an organisation looking to implement the TNA 
and PDP processes across a group of coaches.

The guide will explore:

• goal setting linked to TNA and PDP

•  what TNA and PDP are and how to 
undertake them

• top tips and templates to support the process

• ideas to implement them with your coaches.

The information contained within this guide has 
been collated from work in the fi eld and experience 
of undertaking the process with coaches. 

The process can be used with any coach at any point 
of their coaching journey. It is useful to remember 
that there is no one size fi ts all. There are some 
guiding principles provided; however, you may need 
to tailor the information to the coach you are 
working with. (Examples of tailoring for different 
environments are included on pages 20–21.)

It is essential that the process and implementation 
is owned and driven by the coach, which will be 
explored throughout the guide. 

Table 1 highlights the different stages to the overall 
approach to carrying out the TNA and PDP, which 
will be explained in further detail.

• information about the guide

• stages of the TNA and PDP processes

• reasons to use TNA and PDP

• benefi ts for the coach

• benefi ts for the organisation.

This section includes: 

STAGE 1

Goal Setting
This is the start of the process whereby coaches begin to 
think about their overall coaching goals.

• What are their coaching aspirations?

• What kind of coach do they aspire to be?

• What is it they want to achieve?

STAGE 2

TNA
A process coaches can use to help identify:

•  what type of coach they want and need to be

•  what skills/knowledge/experience are needed for their 
existing and future coaching role

•  what their strengths and areas for improvement 
are currently. 

STAGE 3

PDP
A tool that will help coaches develop. The PDP 
helps identify:

•  what further knowledge and skills they need 
to develop

•  what actions they could take to work towards their 
coaching goals

• where they may need further support.

The TNA and PDP are already popular and valuable 
tools in other industries and are becoming more widely 
used in coaching. If used effectively, they can help with 
all aspects of managing coaches, such as recruitment, 
development, deployment and retention.

Why use TNA and PDP? 

i
Table 1: Stages of the TNA and PDP processes 
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Benefi ts for the organisation:

•   Helps develop and retain coaches

•   Helps direct resources appropriately

•   Helps to understand the needs and aspirations of your coaches

•   Provides a more supportive environment for the coach

•    Helps plan future workforce training (eg provide a more coordinated 
coach education programme)

•   Training budget can be effectively and effi ciently directed

•    Can be used to support minimum standards for deployment (MSD)* 
(which may vary according to the coaching environment).

Benefi ts for the coach: 

•   Coaches feel valued and motivated

•   Provides a more supportive environment

•    Can be used to support the coach to reach MSD*

•    Provides clarity on the coaches’ goals and supports them to reach 
them quicker

•   Highlights potential challenges and identifi es possible solutions

•    Helps to raise current and future development needs in order 
to support the desired goals (eg formal training or informal 
development opportunities) 

•   Identifi es potential future employment possibilities.

I have used a TNA process with coaches at my canoe 
club. This has proved valuable for the coaches to 
identify the skills they need to develop further, and for 
the club to understand and support each coach in an 
appropriate way to develop their skills.

  Les Ford, Halifax Canoe Club

It was a really useful process. I don’t think I would have 
ever looked at my goals in that way. The format is 
just fantastic. 

 Peter Lang, Coach on the John Lewis 
Partnership Coach Programme

It made me really aware of how to reach my goals. 
Now, after fi ve months, I have gone through my entire 
plan and have pretty much gained everything I said I 
would achieve! I would defi nitely use something like it 
again and update it, as I have seen that it really works.

Vicky Walmsley, Coach on the John Lewis 
Partnership Coach Programme

*  Minimum standards of deployment are the basic standards a coach needs to meet to be able to carry out their role effectively and safely. For more information please visit the sports coach UK website (www.sportscoachuk.org). 

i

Summary – 
Introduction

TNA and PDP can 
be implemented 
with all coaches at 
all levels.

TNA and PDP can 
be used in a number 
of ways and at 
different stages.

Should be a cyclical 
process reviewed at 
regular intervals.

No one size fi ts all. 
Adapt the process to 
suit the coaches you 
are working with.

Owned and driven 
by the coach.

Goal setting is the 
start of the process.



Stage One
Goal Setting
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Prompt:

Ask the coach to set their long-term development goal.

Use the SMART checklist to help with this:

Prompt:

Further questions you can ask coaches are:

• Who do you see yourself working with?

• What level/type of participants are you coaching?

• What do you want to achieve with that group?

Importance of goal setting
The purpose of completing the TNA and PDP is 
to support coaches to achieve their coaching goals. 
Therefore, before the TNA and PDP are 
undertaken, coaches need to identify their 
long-term development goal. This should be used as 
the reference point for the TNA and PDP.

For the purpose of this guide, the following terms 
will be used when referring to goal setting:

Initially setting a long-term goal might prove challenging, particularly with 
beginner coaches, as they may not be aware of the opportunities available to 
them or have had the time to consider where they see themselves in the future.

‘I want to be a football coach’ does not give you much of an insight into their 
coaching aspirations and therefore their subsequent development needs.

However, this is a really good opportunity to help coaches to start to think about 
their coaching aspirations and helps them be specifi c about the coaching they 
want to do, and the kind of coach they want to be.

• the importance of goal setting

• examples of a SMART long-term development goal. 

This section includes: 

Long-term 
development goal

Overall development 
objective – what the 
coach ultimately wants 
to achieve.

Short-term goals

Milestones and 
actions that have been 
identifi ed as stepping 
stones in achieving 
the overall long-term 
development goal.

S pecifi c
Make it as precise as possible – what is it that 
the coach wants to achieve?

M easurable Can the coach monitor progress?

A chievable 
Is the coaching goal achievable within the time 
frame/resources available?

R ealistic Is the goal challenging while still practical? 

T ime-framed Make it time-framed.

When supporting someone through this 
process it is important you both agree the 
parameters for the long-term development 
goal. In the fi rst instance it needs to be 
relevant to the role and setting in which 
the coach is being supported to develop.
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Examples of a SMART long-term 
development goal 
Example 1:  To be qualifi ed and confi dent to lead a 

Multi-skills session for the under 9s at my 
local community hockey club by 
September 2012.

Example 2:  To move across to coaching the girls’ 
centre of excellence under-13s squad at 
the start of 2012, from my current role 
with the under-11 boys at the club.

Summary – 
Stage 1

The long-term 
development goal 
needs to be SMART.

Goal setting, 
TNA and PDP 
are interlinked.

A long-term 
development goal 
is what they 
ultimately want to 
achieve as coaches.

Agree parameters 
for the long-term 
development goal.

It needs to be 
relevant to the role 
in which the coach 
is being supported.

Goal setting is 
the fi rst part of 
the TNA and 
PDP processes.



Stage Two
Understanding the 

TNA Process 
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Understanding the TNA process
The TNA is a very specifi c document, with the 
content being relevant to an individual coach, and their 
development goals. You will fi nd the detail and level will 
vary between coaches. Some of the reasons for this 
may be:

•  different levels of coaching experience 
and/or knowledge

•  ability of the coach to self-refl ect and analyse their 
own coaching

• experience of setting personal development goals.

The following factors have been highlighted below for 
you to consider when supporting a coach to develop 
the TNA.

Figure 1: Key steps for developing a TNA

• the key factors of a TNA

• the key steps for developing a TNA

• information on how to undertake each step.

This section includes: 

Step 1
Setting the 

framework for 
the TNA

Step 2
Identifying what  
knowledge, skills, 

attributes and 
experience are 

needed to achieve 
the long-term 

development goal  

Step 4
Rating of 

knowledge, skills, 
attributes and 

experience, and 
prioritising the 

importance 
of these

Step 3
Self-refl ection of 
current strengths 

and areas for 
development

Key factors of a TNA
1  Although the TNA is as individual as 

the coach, the key principles and steps 
for completing the TNA are the same, 
irrespective of what level of coach you 
are working with.

2  A TNA should be initially based on the 
coach’s own perception of the knowledge, 
skills, attributes and experience needed, 
and where they currently are in relation to 
each of those.

3  It should be used as a development tool, 
not an assessment tool, by a third party.

4  The purpose of a TNA is to help a 
coach to achieve their development 
goals;  therefore, it needs to be 
completed with the long-term 
development goal as the focal point.

5 The TNA should be context specifi c:

 •    What is being coached?

 •    Who is being coached?

 •     The environment in which the 
coaching is taking place. 
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Step 1: Setting the framework for 
the TNA – understanding the coach
A coach can be infl uenced by a number of factors 
that have an impact on their coaching practice.

A good starting point for the TNA is for the coaches 
to take a minute to self-refl ect on what motivates 
them in their coaching, and to re-visit what their 
coaching philosophy is (why they coach, their 
personal values and beliefs). The prompt questions 
can help you support the coaches to do this.

Coaching
Philosophy 

Knowledge 
and skills

Context
(Environment and purpose 

of activity)

Prompt: 

Going through this exercise will not only give coaches the opportunity to refl ect on what is really important to them, it will also give you 
(the person supporting the coach through this process) an insight into what motivates them and what is important to them as a coach. 
This will help you to check and challenge their TNA and PDP as it is being developed. 

Honesty Fairness Empathy Respect Excellence

Commitment Teamwork Inclusion Caring Personal development

Freedom of choice Lifelong learning Physical fi tness Integrity Challenge

Support Self-discipline Health Success Accountability

Creativity Confi dence

Ask the coaches: 

• What are their motivations to coach? 

• What is their coaching philosophy?

•  What are their beliefs and values when they coach, and why are they important to them? The examples below can be used 
to prompt the coach.
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Step 2: Exploring the desired 
knowledge, skills, attributes 
and experience

Prompt:

Ask the coaches to write down the capabilities they have/think are 
important for their current and future coaching role. To support the 
coaches to do this, ask them to consider the following:

1 Who are they working with now/in the future?

2  What do their players/athletes need to develop (with support from 
them) to reach their full sporting potential?

Mentally        Physically         Technically

Tactically        Personal and social development

3  What environment are they working in (context and physical 
location) – does the environment highlight any specifi c capabilities 
to be considered?

 •    Level of athlete/player(s) being coached

 •     Club setting, governing body of sport development squad/
competitive event

 •    The coach’s role.

Note: Further prompts to support a coach with this question can be 
found on the coach capabilities information sheet (Appendix 2).

As the capabilities are being identifi ed, they should be transferred into the 
TNA document.

The second step of the TNA process is for the coach 
to identify what capabilities they think they have, 
and will need in the future, using their long-term 
development goal as the reference point.

Irrespective of the level coaches are 
working at, there are recognised capabilities 
(knowledge, skills, attributes and experience) 
that all coaches need. The knowledge, skills, 
attributes and experience needed relate to: 

• the participants

• the sport

•  the context (environment, purpose 
of activity)

•  the craft (planning, doing and reviewing 
of coaching)

•  the self (awareness of own development 
as a coach).
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Step 3: Completing the TNA document
The TNA is typically completed in a profi ling table (Figure 2 below) or a profi ling wheel. Both documents do the same thing, but in a 
different visual format. A blank example of a profi ling table is given in Appendix 1.  A blank example of a profi le wheel can be found on 
our website www.sportscoachuk.org/pdp-and-tna-tools

It is recommended the coach choose which document they want to use.

Long-term 
development goal:

To be 
achieved by:

Coach capabilities 
(knowledge, skills, attributes 

and experience)

Defi nition 
(detail what you 
mean by this)

Rating 
Where are you now? (Mark with a ❍ ) 

How important is this to you? (Mark with a ❏ ) 

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

Figure 2: An example profi le table

On completion of the document the coach should now be able to identify the three most important capabilities to develop further.  
These should be the capabilities from the TNA table that have been identifi ed as:

• very important to their role
• but have a low personal rating  (an area for development).

These capabilities should be the basis for the three short-term development goals to be worked on in the PDP.

1  Ensure the long-term development goal is 
added into the document at the start. Use 
this as a reference point with the coaches 
throughout the process.

3   Ask the coach to 
defi ne what the 
capability is, what it 
means to them – 
be specifi c. 

4   Ask the coach to rate where they think they 
are now with their capabilities by marking an 
❍ around the appropriate number (1= low; 
10 = high).

5   Ask the coach to mark how important each 
one of the capabilities is to them and their 
current/future coaching role. Mark a ❏ 
around the appropriate number (1 = not 
very important; 10 = very important).

2  Once the coach has added 
the long-term development 
goal above (and using the 
prompt sheet in Appendix 2 
if needed) ask the coach to 
write down the capabilities 
they feel are the most 
important, based on their 
coaching role/long-term 
development goal.

Click here to access Appendix 1 – blank profi le table. 
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Summary – 
Stage 2

The coach should 
choose the tools they 
relate to best (eg 
profi le table or wheel). 

Philosophy and 
coaching beliefs are 
important to the 
process and are a 
valuable starting point.

Ask the coaches 
to defi ne each of 
the capabilities they 
have identifi ed.

Use the long-term 
development goal 
as a reference 
point throughout 
the TNA process.

The TNA should be 
based on the coaches’ 
own perception 
of knowledge, 
skills, attributes 
and experience.



Stage Three
Understanding 

the PDP Process 
©
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A PDP should help coaches to identify:

• what further knowledge and skills they need/want to develop

• what actions they could take to work towards their coaching goals

• where they may need further support.

It may be easier to think of a PDP using the analogy of a road map or sat nav. 
The PDP as a tool should help coaches plan how to get from their current 
location to their target destination (long-term development goal). 

As with the TNA, there are a number of key factors to consider when carrying 
out any PDP.

How coaches learn and develop
When supporting a coach to complete a PDP, it 
is important to appreciate that coaches learn in 
different ways. This needs to be highlighted and 
explored with the coach before the PDP is started, 
so they consider the learning methods most 
appropriate to them. 

If the coaches understand how they learn and the 
best methods for them, it should help them pick the 
most suitable opportunities and hopefully increase 
their chance of achieving their coaching goals. 

One of the ways you can get coaches to explore 
this is to simply talk through how they think they like 
to learn.

• key considerations of PDP

• information on how coaches learn and develop

• key steps to PDP

• reviewing a PDP.

This section includes: 

Key factors of a PDP
1  The PDP should highlight and detail a number of short-term goals 

and actions that will support the coach to work towards their long-
term development goal.

2 When writing the PDP, all goals should be SMART:

 •    Specifi c

 •    Measurable

 •    Achievable

 •    Realistic/relevant 

 •    Time-framed. 

3  As with the TNA, the PDP should be developed and owned by 
the coach.

4  The PDP should be a living and breathing document and, therefore, 
reviewed on a regular basis. 

5  The coach may need support to create and review their PDP; 
support could come from a mentor, another coach or potentially 
their manager.

6 Responsibility for implementing the PDP lies with the coach.

7  When developing a PDP, it is worthwhile spending time getting the 
coaches to think about how they learn.
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A more detailed way to look at learning methods and styles would be to use a 
questionnaire. It may be helpful to use one of these, particularly the fi rst time 
you go through a PDP with the coaches. More information on this can be found 
in Appendix 4.

As well as the learning methods, it is important to appreciate there is a 
wide range of coach development opportunities and learning environments 
potentially available to coaches. 

When working through a PDP, encourage coaches to consider formal, 
non-formal and informal learning opportunities (as highlighted in Table 2).

When drafting a PDP, encourage coaches to think 
about all the learning opportunities available to 
them. Research suggests the blending of these 
opportunities is key to successful learning; although, 
this does depend upon the individual coach and his 
or her stage of development. 

Prompt: 

Ask the coach:

•  How do they like to learn? (You could use the list of words below 
as a prompt).

• Ask them to prioritise their top three methods.

DVDs Books Magazines
Sport-specifi c 
workshops

General 
topic 
workshops

Discussions 
with fellow 
coaches

Observation 
of other 
coaches

Being 
mentored

Debates
Watching 
TV

Listening to 
the radio

eLearning
Distance 
learning

Qualifi cations
Residential 
workshops

Workplace

• How do they like to be supported to learn?

Formal 
learning

•  Courses with a standardised 
curricula (for example, 
governing body of sport 
coaching qualifi cations)

Non-formal 
learning

• Coaching conferences

• Workshops

• Seminars

• Coaching clinics

Informal 
learning

• Practical coaching experience 

•  Interaction with other coaches 
(social learning)

•  Previous experience as 
a participant

• Self-directed learning 

    –   researching on the Internet

    –    reading books or 
coaching manuals

    –   watching videos 

    –   self-refl ection.

Table 2: Learning opportunities1

1 Information sourced from Nelson et al (2006).

Note:

Research suggests that for less experienced coaches, formal learning through a course or a qualifi cation is better received as 
it provides these coaches with an initial source of interest and enthusiasm, practical tips to use in their own coaching, and the 
chance to meet other coaches.

As coaches progress through their careers and develop, they appear to place increased value on learning from informal and 
self-directed opportunities.

sports coach UK (2010) ‘Research Essentials: How Coaches Learn’, www.sportscoachuk.org/resource/research-essentials-how-
coaches-learn-1
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Reviewing a PDP 
One of the key factors highlighted 
was that a PDP should be a living and 
breathing document and reviewed at 
regular intervals. When working through 
the process, agree a realistic review point 
for you and your coaches. This may be 
determined by the time frame of the 
goals and actions set. 

When going through the review process 
you may want to explore the following:

• What have the coaches achieved?

•  If goals and actions have not been 
met, what are the reasons for this? 

•  What else do the coaches need to do 
to meet the ir goals?

• Do any new goals need to be set?

The TNA and PDP is a cyclical process 
as highlighted in Figure 3 opposite:

Figure 3: The TNA and PDP processes 

At an appropriate time, you should look to review the PDP.  When the coaches 
have met all the goals on their PDP, start the process again. 

1 Set or review 
long-term 

development goal 

2 TNA based on 
current and 

future needs

4 Ongoing 
coaching practice 

5 Review of TNA 
and PDP

6 Appraisal/regular 
review meeting 

3 Development plan     
 linked to: 

•  current coaching

•  future coaching needs

Summary – 
Stage 3

All goals should 
be SMART!

A PDP should 
be reviewed on 
a regular basis.

The PDP should be 
developed, owned 
and implemented 
by the coaches.

Consider all the 
learning environments/
opportunities available 
to the coaches.

It is important to 
consider how a coach 
learns and develops.

Use a PDP 
to reach 
coaching goals.
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Throughout this guide the TNA and PDP processes has focused on an individual 
or organisation supporting a coach on a one-to-one basis. In this section, we will 
also explore different implementation methods and styles that could be used 
to support large numbers of individual coaches and teams of coaches working 
within a single sport or in specifi c environments. 

Supporting the coach through the process – 
what you need
There are a number of individuals who could be involved in supporting a coach 
through the TNA and PDP processes, such as a mentor, line manager or peer 
coach. Anyone can follow the key steps of the TNA and PDP processes but, in 
order to support the coach effectively, the individual(s) supporting the coach also 
need some key knowledge, skills and qualities. 

Table 3 below highlights some of the ideal characteristics that someone may 
need when developing the relationship and supporting a coach or coaches 
through the TNA and PDP processes.

Building rapport 
While we recognise that there are many important 
characteristics when supporting a coach through the 
process, one of the most fundamental skills is 
building rapport, as it is the foundation of any 
successful relationship.

Some things to consider when building rapport:

•  Developing a meaningful relationship and building 
rapport takes time, so allow for this in the 
development sessions

•  Make sure you understand what is important to 
the coaches – fi nd out their coaching philosophy.

•  Adopt a coach-centred approach – listen and ask, 
don’t tell!

• Openness and honesty is key.

•  Use effective questioning to allow the relationship 
to develop – using open questions will help you 
to get more out of the coaches and help you to 
develop a deeper understanding of what makes 
them tick.

•  Communication in the early stages should be safe 
and non-judgemental. 

•  supporting a coach through the process – what you need

• building rapport

•  how to structure your approach to the TNA and PDP 
processes

• alternative methods to implementation.

This section includes: 

Knowledge Skills Qualities

Of the sport (May be 
useful but not essential 
as the process can often 
work well across sports)

Of the type of 
participants the coach is 
working with

Working knowledge 
of coaching

Of key contacts and the 
wider support network 
that may be available to 
support the coach

Knowledge of the TNA 
and PDP processes.

Competency and 
confi dence in carrying 
out the key stages of 
the process

Checking/challenging

Questioning skills

Listening skills

Building rapport

Action planning/ 
goal setting

Shared approach to 
problem solving

Empathy

Patience

Get to know the coach 

Objectivity

Challenger/critical friend

Table 3: Ideal characteristics2 

 2  Adapted from A Guide to Mentoring Sports Coaches (sports coach UK, 2010)

There is no right or wrong approach when undertaking a TNA and PDP. 
The relationship you build with the coaches can be key to success and 
it is worth taking the time to get this right.
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Pre-session During the session Post-session

•  Think about how to build rapport and 
formulate a relationship with the coach.

•  Plan how the session will be recorded and 
what templates will be used – formally 
or informally. 

•  Consider the length of time committed for 
the session.

•  Be clear in advance what skills and learning 
development opportunities you/your 
organisation can support.

•  Clarify expectations of the session.

•  Keep the session relaxed and comfortable.

•  Remember to keep the session focused 
and context specifi c.

•   Use open-ended questions to check 
understanding and to clarify meaning. For 
example, you can use the ‘5Ws’ approach:

   –   What do you need?

   –   Why do you need it?

   –   Who else can help you?

   –   When do you need it by?

   –   Where can you get it?

•  Consider that you may need to adapt the 
tools and templates to meet your needs.

•  Check and challenge the coach throughout 
the whole process, ensuring everything 
links to the long-term development goal.

•  Record the information either formally or 
informally, as agreed with the coach.

•  Agree and confi rm both parties’ 
commitment to implementing the plan, 
including a date for review.

•  Ensure you follow up on 
agreed actions.

•  Plan for any costs required to 
implement the PDP. 

•  Ensure commitment to any review 
dates set.

How to structure your approach to the TNA and PDP processes
There are some key considerations in the approach that you take to the TNA and PDP processes. This is broken down into three main 
areas of: pre-session, during the session, and post-session as highlighted in Table 4 below:

Alternative methods of implementation
It has already been highlighted that the ideal approach is to carry out a TNA and PDP on a one-to-one basis and face to face with a 
coach. However, it may not always be possible to take this approach. 

There could be certain challenges you face in implementing the process, such as: 

• lack of time (you may have a large team of coaches)

• geographical location of coaches.

Therefore, you may need to consider alternative methods to suit your circumstances. Table 5 on the next page highlights some alternative 
methods that can be taken.

Table 4: Key considerations in your approach to the TNA and PDP processes 
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Method How to implement Key things to consider

Partner TNA 
and PDP 
– coaches 
working 
through this 
process in pairs

•  Ensure both coaches can commit equally to 
the partnership.

•  Introduce the two coaches involved to each other and 
share the TNA and PDP processes and tools.

•  Check they are happy to work through the 
process together.

•  Agree roles and responsibilities (including outlining what 
support is available for the pair within the process).

•  Agree lines of communication on progress – who needs 
to know what is being done with the PDP and when.

• Agree timescales for reviewing the PDP.

•  Partnering a more experienced coach with a less 
experienced one.

•  Ensure both coaches are happy with the process 
and the tools.

•  Ensure they understand who is to lead the 
process – the TNA and PDP belong to the coach 
completing them and they need to be happy with, 
and feel like they own, the content.

•  The coaches do not have to be from the 
same sport.

Group TNA 
and PDP

•  All coaches within your organisation/club to meet at 
the same time (if there are lots of coaches it may be 
appropriate to group them by sport, participant or level 
they are working with).

•  Coaches could write a list of relevant coach capabilities 
as a group (the preparation for this could be done 
before the meeting in an email to save time).

•  PDPs could be completed in pairs.

•  The long-term goals need to be individual.

•  The coach capabilities (and ratings) in the TNA 
need to be individual to each coach.

•  It can be useful to pair coaches according to 
their experience.

Remote TNA 
and PDP (eg 
email, phone, 
web-based)

•  If you have a large number of coaches that are 
geographically spread out, you could consider supporting 
them remotely such as over the telephone, through email 
or by using web-based tools such as a webcam.

•  The pre-session and post-session activities could be 
completed over the phone, with the during-the-session 
activities being completed through email or web-based 
using a webcam.

•  You will not be able to build rapport with the 
coach as easily.

•  Ensure the coach is willing to be supported in 
this way.

•  Ensure technology is available and the coach is 
comfortable with using it. 

Capacity 
building of 
others to 
support the 
TNA and 
PDP process

•  If you are the only person trained to support coaches, 
consider training others to help you.

•  You could identify individuals from your own organisation 
or from the wider partnership who have the skills to 
support coaches or are willing to be trained.

•  You could use coaches from within your existing 
coaching team to support you (eg senior coaches or 
more experienced Level 2 coaches).

•  You could establish a partnership with other sports 
organisations, for example a governing body of sport.

•  You could work with a private coaching provider, such as 
a coaching agency, to support part or all of the process.

•  Consider supporting those individuals willing to 
undertake this role (eg honorarium).

•  You will need to provide training to ensure the 
individuals supporting the coaches understand the 
TNA and PDP processes. 

•  It is a time-consuming process in the fi rst instance, 
but once you have built capacity you will be able to 
support coaches more effectively.

Table 5: Alternative methods of implementation
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What can you do with the information from your coaches’ TNA and PDP?
This guide has taken you through the whole TNA/PDP process and has given you ideas on how to implement this with your coaches 
either through a one-to-one, face-to-face approach or, potentially, using remote methods etc. Having spent time implementing the TNA 
and PDP processes, it is important you act on it to make the process valuable.

Once the coach has completed their TNA and PDP it would be advantageous for you to look at the overall needs of your coaching 
workforce. With an individual coach this may be as simple as providing support and signposting to development opportunities they can 
access. However, with a group of coaches it would be worth collating their training needs and considering how you can use 
the information. 

Collating the training needs of a group of coaches will allow you to compare strengths and areas for improvement. It will help you 
allocate resources accordingly, and help to develop coaches through a collective approach. Using a collective approach to develop 
coaches can help to embed an ongoing development ethos between the coaches within the organisation.

Summary – 
Stage 4

The individual supporting the 
coaches will need to consider 
their own knowledge, skills 
and qualities.Building rapport is 

an important part 
of the process.

Consider what you 
can do with the 
information from your 
coaches’  TNA and 
PDP to help allocate 
resources accordingly.

You may want to change 
how you implement the 
process to suit your 
own circumstances.

You may consider how 
you would structure your 
approach to carrying out 
TNA and PDP.

Some examples of how development needs might be met by using a team approach are as follows: 

•  You may have a coach who wants to work on organisation and managing groups and one of your team may have cited this as 
a strength. Therefore, in this instance you may be able to buddy up these coaches to support your workforce needs. Coaches 
could have different buddies for different elements they want to improve on and also swap roles within this.

•  Several of your coaches may highlight certain elements they all want to improve on; therefore, can you use the information to 
provide coordinated training days for all coaches in one go?

•  You could set up informal internal coach development sessions – ask coaches to come together to discuss and work on 
certain coaching topics.  

•  You could use the information to help establish a mentoring programme within your organisation – a coach (mentee) can be 
paired up with another coach (mentor) who could be responsible for helping the mentee to complete their PDP.  This may 
involve them signposting and supporting the mentee to fi nd help from others as well as the mentor.
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Tailoring the templates
All the tools and templates provided in the guide are 
simple and easy to use. You may want/need to use 
more detailed versions as you become more familiar 
with the process. Additional tools and templates to 
support you can be found on the sports coach UK 
website www.sportscoachuk.org/pdp-and-tna-tools

You may also wish to modify and adapt the 
templates to fi t in with your needs/circumstances. 
Some of the reasons why you may wish to tailor the 
templates are outlined below:

•  This is the fi rst time the coach has undertaken 
the TNA and PDP processes so you may choose 
to make the process simpler.

•  The level of coach you are working with needs 
specifi c or more detailed prompts so you may 
carry out a more in depth TNA and PDP.

•  You may be supporting a variety of coaches 
ranging from full-time, part-time and voluntary, 
therefore you need different versions to suit 
the circumstances.

•  You may be supporting a large number of 
coaches and therefore do not have the time to 
commit to a one-to-one approach.

Templates included in this guide are: 

• TNA tool 

• PDP tool

• Learning styles – additional information

• Coach capabilities prompt sheet

Additional tools/templates available on the 
website are:

Click here to access the following:

• Profi le wheel for TNA

• Detailed versions of the PDP tool

• Learning styles questionnaire

• Learning preference questionnaire

• Completed example of TNA and PDP.

TNA tool introduction
Irrespective of the level coaches are working at, there are recognised capabilities 
(knowledge, skills, attributes and experience) that all coaches need*.

The knowledge, skills and attributes needed relate to the: 

• participants

• sport

• context (environment, purpose of activity)

• craft (planning, doing and reviewing of coaching)

• self (awareness of own development as a coach).

The coaching profi le exercise overleaf is designed to support you to:

• identify the capabilities you feel are important for your coaching role

• help defi ne those capabilities (in your own words)

• rate yourself as to where you currently feel you are with each capability

• identify which capability you need to develop further.

Using the TNA tool – instructions
Before you write anything on these forms, carefully read these instructions.

1   The attached charts should be completed by you and you alone without the 
involvement of anybody else and in accordance with the instructions 
listed below.

 •    From the list of capabilities in Appendix 2, select 10 that you feel are the 
most important for you to possess, based on your coaching role.

 •    Using the space provided in Appendix 1, write a brief description of what 
you think the meaning of each capability is.

 •    From the list you have identifi ed, rate where you think you are now by 
circling the appropriate wording or number (1= low; 10 = high).

 •    Look at the list of capabilities in Appendix 2 and rate how important each 
one of the capabilities is to you/your coaching role. Mark a square around 
the appropriate number (1 = not very important; 10 = very important).

2   On completion of the document, you can now identify the three most 
important capabilities you would like to develop further (working with a 
mentor or your coach manager if you prefer) that:

 •   are very important to your role

 •    you do not feel you score highly enough on at the moment (areas for 
development).

Transfer this information on to your PDP and identify the actions you are going 
to take to develop these capabilities. Also, identify where you might go 
for support.

Tool: TNA

For use by: Coaches

For use with: Stage 2 of the Guide

*   Taken from ‘Coaching Children Curriculum – A Guide for Governing Bodies of Sport’ (sports coach UK). sports coach UK is launching the Participation Curriculum in November 
2011. More information can be found at: www.sportscoachuk.org

http://www.sportscoachuk.org/pdp-and-tna-tools
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Tool: TNA

For use by: Coaches

For use with: Stage 2 of the Guide

Coach capabilities 
(knowledge, skills, attributes 

and experience)

Defi nition 
(detail what you 
mean by this)

Rating 
Where are you now? (Mark with a ❍ ) 

How important is this to you? (Mark with a ❏ ) 

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

1    2    3    4    5    6    7    8    9    1 0

Long-term 
development goal:

To be 
achieved by:

Appendix 1:  TNA Tool
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The Participant The Sport The Context The Craft The Self

Physical development:

• Physiological development

• Physiology

• Nutrition

• Strength and conditioning

• Biomechanics

Mental development:

• Learning styles

•  Motivation factors, 
communication 
and perception

Personal and social 
development:

• Developing the 5Cs:

   –   Competence

   –   Confi dence

   –   Connection

   –   Character and Caring

   –   Creativity

The codes:

•  Rules and law of 
the sport

• Codes of practice

• Codes of behaviour

•  Relevant policies (eg 
health and safety, 
safeguarding children)

The techniques:

•  Knowledge of the 
core techniques of 
the sport and how to 
coach them

The tactics: 

•  Knowledge of the 
core tactics of the 
sport and how to 
coach them

•  Ability to join 
technical and tactical 
development together

•  Knowledge of the 
environment in 
which the sport is 
taking place

•  The purpose of the 
activity in relation 
to the participant 
– their desired 
outcomes 

Plan:

•  Planning activities, 
sessions, seasons 
and programmes

•  Developing 
individual and good 
programmes

Do:

•  Organising and 
managing groups 

• Learning theories 

• Communication

•  Coaching 
methodology

•  Holistic coaching 
(e.g. multiple 
outcome activities)

Review:

•  Observation, 
evaluation 
and analysis

Me in coaching:

•  Philosophy 
and values

•  Coaching and 
leadership style

Coaching in me:

• Critical thinking

• Refl ective practice

• Decision making

• Learning to learn

Appendix 2: Coach Capabilities
The table below contains prompts taken from the generic coach capability classifi cation work.
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Document:
Learning Styles – Additional Information

For use by: Coaches

For use with: Stage 3 of the Guide

Activists: Learn by doing, happy to use trial and error.

Pragmatists: Problem solvers who seek solutions to identifi ed problems but rarely look beyond immediate needs.

Refl ectors: Must think it through and feel in control of the new material/idea before using it.

Theorists: Logical thinkers, it must fi t the framework.

As explored in Stage 3. The coach needs to choose the development/learning opportunities that are going to help them the most. There 
are learning style questionnaires available that can help a coach identify their particular learning style or preference. It may be helpful to 
use one of these, particularly the fi rst time you go through a PDP with a coach. 

Learning styles questionnaire

Honey and Mumford (2000) identifi ed four basic styles of learning:

Learning preferences questionnaire

We all have preference for the way in which we prefer to receive, process and convey information. According to Fleming’s VARK model, 
most people possess a dominant or preferred learning preference; however, some people have a mixed and evenly balanced blend of the 
styles. These are:

• Visual – seeing and reading 

• Auditory – listening and speaking

• Reading and writing – receiving and recording 

• Kinaesthetic – doing. 

The learning style and learning preference questionnaires* may help you if a coach you are working with does not know their preferred 
approach. Coaches can use both models and questionnaires to identify their preferred style and maximise their development and 
learning by focusing on what will benefi t them the most. You can fi nd both questionnaires on the sports coach UK website at the 
following link: www.sportscoachuk.org/pdp-and-tna-tools

*  Take care when using a learning styles or preferences questionnaire as they only provide a guide. Coaches may have a mix of strengths and preferences and these can change over 
time. So use them as a tool to help raise awareness and to discuss how they can learn most effectively when developing a coach.

Appendix 4: Learning Styles – Additional Information
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