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Abstract 
 

Applied Performance Analysts (PAs) are increasingly seen as professional 

practitioners in the sports performance industry, providing stakeholders with support in 

the collection, analysis, interpretation, and translation of performance data. The role is 

relatively new and evolving at a pace which is not supported by the ‘normal’ trappings 

of professional practice such as demonstrable theoretical and practical expertise, guides 

for practice, organisation and regulation.  This thesis leverages the learning accrued 

from the literature in applied PA, interactions with elite applied practitioners and 

academics in the field, and from the design of a practitioner development pathway to 

conceptualise the role of an applied PA and consider how best to support the 

development of the profession. 

The aim of the thesis was to understand professional practice in applied PA and 

explore how best to support practitioners in their professional development. A dual 

approach was applied to the investigative process. The first was a traditional research 

approach as a framework analysis of nearly twenty years of applied PA literature was 

employed to identify the components of professional practice and expertise which 

underpinned these.  This framework was validated through a series of focus group 

interviews with elite applied PAs and experienced academics and additionally captured 

their perspectives on applied practice and the profession. The second approach was of 

participatory action research which saw the design, implementation and evaluation of 

an accreditation and practitioner development programme delivered in partnership 

with the Gaelic Athletic Association (GAA). 

This research conceptualises and defines the applied PA role, identifying the 

components of practice and the expertise required at a level of minutia which can act as 

a guide, an audit tool and a platform for further research. It is the first comprehensive 

discussion of applied PA as a profession, focusing on the challenges it faces in the 

absence of robust professional infrastructure, and the opportunity to reimagine and 

rebrand the role. It also reports how action research can support the development of an 

applied PA community of practice and accreditation process, through a practitioner 

development pathway. 
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Chapter 1: Introduction  
 

1.1 Background  

Performance analysis (PA) is widely accepted as a discipline of sports science which involves 

the systematic analysis of actual sports performance and provides valuable input into the feedback 

process (Drust, 2010, O'Donoghue, 2015). PA gained early traction as a tool to allow coaches 

evaluate the current performance and progress of their athletes in comparison to expected or 

previous performances (Lyle, 2002). Over time, three factors have driven the evolution of analysis in 

coaching beyond the traditional ‘coach’s eye’, and driven growth in PA which has been described as 

exponential (Drust, 2010). An increased understanding of how the limitations of human observation 

applied to sports performance (Franks and Goodman, 1986, Franks and Miller, 1986, Franks and 

Miller, 1991), was the first critical factor in supporting the adoption of notational analysis by many 

coaches in the 1980s and 1990s, seeking access to accurate, reliable performance information 

(Robertson, 1999). The revolution in technology available with the capacity to capture performance 

data, from video cameras (Lyons, 1988), to wearable sensors and GPS devises (Carling et al., 2009), 

was arguably the second key driver for development in performance analysis, as the volume of data 

which could be collected in a systematic and accurate manner increased exponentially. The arrival of 

machine learning in the sports arena has amplified the use of these vast volumes of data by 

developing algorithms to model and predict performance (Schelling and Robertson, 2020). The third 

driver of the development of PA is the increased workload of modern coaches and managers (Kelly, 

2008, Parnell et al., 2018). Between new technology and huge volumes of data, the capacity to 

interpret and analyse performance data in meaningful ways is also moving increasingly beyond the 

scope and skill set of often over-burdened coaches.  Therefore, in many performance ecosystems, 

this role is delegated to an applied performance analyst (applied PA). The term performance 

ecosystem represents the complex environment in which administrators, managers, coaches, 

athletes, and support staff operate in as they bid for sporting success. These environments are often 

highly political and highly pressured (Mellalieu, 2017). 

 

1.2 Role of applied PAs in sport  

The place of applied PAs within sports performance ecosystems is now well established 

(Collins et al., 2013, Wiltshire, 2013), and the phrase ‘PA support’ (O’Donoghue and Mayes, 2013, 
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ISPAS, 2016a), is commonly used to capture this arrangement. However, there is little research 

describing what these practitioners actually do in practice. A frequently cited reference point for 

applied PA practice is Franks and colleagues’ coaching process model (Franks et al., 1983). This has 

been termed an ‘idealistic and unproblematic’ representation of what is known to be a messy, 

chaotic coaching process (Groom et al., 2011a, Mackenzie and Cushion, 2013b). Additionally, there is 

a somewhat ‘magical’ quality to the analysis process as it is depicted in this/such? model(s), in which 

information appears in a box within the model, yet the practitioners helping to formulate and 

facilitate the critical feedback opportunities are invisible.  Researchers are beginning to address this 

gap with several studies detailing the day-to-day functions of applied PAs (Wright et al., 2013, 

Wright et al., 2014, Nicholls et al., 2019, Robins, 2014a), their qualifications and novice journeys 

(Butterworth and Turner, 2014, McKenna et al., 2018, Robins, 2014b), and professional relationships 

(Huggan et al., 2015, Bateman and Jones, 2019). Despite this emerging body of research in applied 

PA, the role still remains poorly defined (Hammond, 2018), and there is an absence of broader 

debate or consensus on a definition of the role and purpose of an applied PA. A growing number of 

calls for investigation into the nature of applied PA practice within performance ecosystems can be 

found in the literature (Murray and Hughes, 2001, Bampouras et al., 2012, Francis and Jones, 2014, 

Wright et al., 2013, Wright et al., 2014, Carling et al., 2014b, Martin et al., 2018, Huggan et al., 2015, 

Hammond, 2018).    

 

1.3 Applied PA as a profession 

The key characteristic of any profession is being able to define who they are - and who they 

are not - as a group of practitioners (Winter and Collins, 2016). The original concept of a ‘profession’ 

was described by George Bernard Shaw as a “conspiracy against the laity”, as it engendered status 

and prestige on the educated few (Gardner and Shulman, 2005). Gardner and Shulman (2005:16), 

note how this concept has changed, and “that any individual or group may choose to behave as a 

professional.” They concur with many others describing the characteristics of a profession as: a 

commitment to clients and society; a distinct body of knowledge; a specialised and unique set of 

skills; the ability to make judgements with integrity in uncertain environments; and a community of 

professionals who perform oversight and monitoring of professional practice (Carr, 1999, Gardner 

and Shulman, 2005). Martin (2019), considering the discipline of sports psychology, adds the 

additional criteria that professionals should be able to make a living in the role. Many applied PAs 

are making a living within the performance sport industry, and they are increasingly being described 

in the literature as professionals (Lames, 2008, Huggan et al., 2015, Van den Berg et al., 2018, 
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Bateman and Jones, 2019, Carling, 2019, O'Donoghue, 2013), with their activities termed 

‘professional practice’ (Mackenzie and Cushion, 2013b, Buttfield and Polglaze, 2016, Butterworth 

and Turner, 2014, McKenna et al., 2018).  Despite this, the ‘trappings’ of professional practice such 

as demonstrable theoretical and practical expertise, guides for practice, codes of practice, 

organisation and regulation (Carr, 1999), are largely absent in the discipline. This is in contrast to 

other interpersonal professions like medicine (Epstein and Hundert, 2002), nursing (Takase and 

Teraoka, 2011), policing (Welsh, 2012), and teaching (Caena, 2014). In these professions, 

competence frameworks are used to guide content and assessment in initial training, form the 

scaffolding for continuing professional development, and the expertise descriptors for accreditation 

of practitioners. Given that PA as a discipline is arguably still in its infancy, these are potentially 

unfair comparisons.  The International Society of Performance Analysis in Sport (ISPAS), do not use 

the term ‘professional’, however they have established a five level framework for accreditation of 

applied PAs (ISPAS, 2016b). The focus of this framework is to differentiate levels of experience and 

responsibilities held, thus it does not currently detail the range of functional and foundational 

competencies required in the role. The revised accreditation system for the ISPAS proposed by 

Hughes, James and Hughes (Hughes, 2019), is a significant step in providing more detail about the 

requirements of applied PA practice. However, it could be argued that the system’s strong focus on 

‘hard’ skills could potentially lead novice analysts to neglect the identification and development of 

other elements of practice such as relationship building and professional behaviours.  Robertson’s 

(2020a), recent article highlighted how applied PAs are the human interface between technology 

and data, emphasising the importance of a professional skill set, including open-mindedness, 

versatility, evidence-based decision making, and thorough evaluation of practice as key traits for 

analysts of the future. Without clarity on the scope of the role, it is difficult to establish the nature of 

the expertise required by practitioners to execute their responsibilities effectively. In turn, it 

becomes very challenging to optimise practitioner training and professional development. 

 

1.4 Problem statement  

While applied PAs have been considered as core staff in many sports performance 

environments for over a decade, several challenges and difficulties for practitioners in this role are 

evident in the literature. These are: general role ambiguity (Wright et al., 2014, McKenna et al., 

2018, Hammond, 2018); ad-hoc recruitment and job insecurity (Huggan et al., 2015, Bateman and 

Jones, 2019); poor working conditions (O'Donoghue, 2014, Fairbairn, 2017); widespread use of 

unpaid internships and poor salaries (O'Donoghue, 2013, Carling, 2019, Taylor, 2013); continually 
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having to ‘prove their worth’ in an often volatile micro-political climate (Huggan et al., 2015, Collins 

et al., 2015b, Bateman and Jones, 2019, Fairbairn, 2017); and general uncertainty about what skill 

set is required as the profession and technology rapidly evolves (Ferrari, 2017, James, 2018, 

Memmert and Rein, 2018). Without a clear understanding of applied PA practice, it is difficult to 

assess or address these issues. The capacity to harness technology to capture ever increasing 

volumes of performance data, coupled with the time demands on modern coaches, ensures the 

demand for the services of applied PAs in sport. While this demand is well documented, what makes 

an effective applied PA practitioner is not.   There is no clear definition of the purpose of an analyst, 

their key functions, key relationships and the expertise required to execute the role successfully. As 

more and more students graduate with aspirations of becoming applied PAs, there is almost a duty 

of care on established practitioners to consider how we can better understand the role in order to 

provide novices with clear pathways and frameworks in which to practice and thrive as 

professionals. This research is particularly timely given the increase in automation and human 

redundancy (Robertson, 2020b).  Achieving a clear understanding of the role will also facilitate its 

evolution to support the needs of performance ecosystems as technological developments continue 

to influence how their stakeholders engage with data. This thesis presents a series of studies that 

represent preliminary steps in addressing the issues outlined. A framework for professional practice 

in applied PA was developed and validated.  Experiences of practitioners across the varied spectrum 

of elite professional practice in applied PA were explored, giving rise to a delineation of the applied 

PA practitioner role from others in PA through a proposed definition of this role. An accreditation 

system and community of practice was established in the Irish Gaelic Athletics Association (GAA), 

and learnings from this programme of work are explored in depth. 

 

1.5 Aims and objectives  

As an overarching aim, this thesis sought to understand professional practice in applied 

performance analysis and explore how best to support practitioners in their professional 

development. Much of sport PA research has concentrated on what to analyse within specific sports, 

and the associated systemic methodologies which underpin robust data collection and analysis. This 

research aimed to explore how these methodologies are effectively applied within performance 

ecosystems. The emerging body of literature describing practitioner experiences in applied PA lays a 

foundation for our knowledge in this area, however many questions remain in relation to practice. 

The research question underpinning this thesis are as follows: 
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1. What are the components of professional practice in applied PA and what expertise 
underpins it? 
 

2. What are the perspectives of applied PAs of their role? 
 

3. What would a practitioner development pathway within a sport comprise and how can it be 
developed and evaluated? 

To reflect these aims and research questions, the thesis is split into three sections, guided by specific 

section objectives which are illustrated in Figure 1.1.  

 

 

FIGURE 1. 1: A SCHEMATIC OF THESIS SECTIONS WITH THE TITLES AND RESEARCH OBJECTIVES OF EACH SECTION  

 

1.6 Theoretical framework 

A variety of methodological approaches were adopted to undertake this research, which is 

predominantly qualitative in nature. Critical realism is consistently used as the ontological stance 

which underpins the thesis. A critical realist approach assumes that an external reality exists and can 

be observed and analysed (Bhaskar, 2013), however, it acknowledges that an individual’s reality is 

created by their perception of what they know to be true (Danermark et al., 2002). Critical realism is 

particularly valuable when observing the influence and impact of social interactions on the reported 
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experience of participants (Suri, 2013), which was particularly important given the nature of applied 

PA practice within a performance ecosystem. Within critical realism there is an acknowledgement of 

the influence of the researcher on the research process, a recognition of the potential value their 

experiences can bring, as the critical realist approach requires that researchers look beyond that 

which is explicitly stated and search for the hidden, the exceptions or surprises (Ryan et al., 2012). I 

approached this research with the awareness that my experiences as a qualified coach (1996), 

teacher (1998), applied PA practitioner since 2002, and PA lecturer since 2010 could influence this 

thesis. However, I was also aware that those experiences were the reason I understood which 

research questions needed to be asked at that point in time and brought me to this research in the 

first place. 

 

In Section 1, the epistemological pluralism recommended by Suri (2013), saw a variety of 

methodological tools with several paradigmatic approaches used. A framework synthesis 

methodology was adopted as an iterative way to develop a coherent picture of a ‘messy’ 

heterogenous collection of studies within the systematic review of applied PA literature (Thomas et 

al., 2012).  Systematic review methodology was used to search and identify relevant literature 

following the Evidence for Policy and Practice Information guidelines (Gough et al., 2012), and a 

three stage analysis process used deductive and inductive coding of these data (Braun and Clarke, 

2006), to arrive at a draft framework for professional practice. This framework was validated by a 

deductive analysis of transcripts from a series of focus groups with elite applied PAs and academics, 

and their responses to a participant survey.  The inductive analysis of the focus group transcripts and 

survey responses submitted by these participants form the basis of Section 2 which explores 

participants perspectives of applied PA practice and applied PA as a profession. Section 3 comprises 

an action research case study to co-design an applied PA practitioner development pathway for 

applied PAs working within the GAA. Participatory Action Learning and Action Research (PALAR), 

(Zuber-Skerritt, 2015), was selected as the action research methodology as it facilitated the 

immersion of the researcher within the subject community, providing a framework and tools to 

support the achievement of the project vision, and researcher learning. Embedded within this case 

study are two additional studies; a survey of GAA coaches and an interview study with GAA applied 

PAs, which inform the progress of the case study at different points. 
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1.7 Summary of thesis sections and chapters 
 

Section A: Developing and validating a framework for professional practice in applied PA 

Section A comprises two chapters which detail the development of the draft framework for 

professional practice. The components of professional practice and the expertise which underpins 

them (Chapter 2), and how this framework was validated with a group of elite applied PAs and 

academics (Chapter 3). These findings were published in the International Journal of Performance 

Analysis in Sport in July 2021 (Martin et al., 2021).  

 

Section B: Exploring professional practice 

Chapter 4 introduces Section B, providing more detail on the inductive analysis processes which 

were applied to the focus group and survey data sets generated in Chapter 3. Chapter 5 reports and 

discusses participant perspectives on applied PA practice, presented as the “how, what and why” of 

applied PA practice. Participant perspectives on how applied PA is perceived as a profession are 

reported in Chapter 6. 

 

Section C: Developing a practitioner development pathway in the Gaelic Athletic 

Association: A case study 

This section is the compilation of six years of action research. Chapter 7 introduces the GAA and the 

context of the research. This case study was a response to the need identified through a survey of 

GAA coaches which is reported in Chapter 8. The PALAR methodology is detailed in Chapter 9, and 

the three macro cycles of action which took place are reported in chapters 10, 11 and 12, according 

to the PALAR methodology. Chapter 13 is a qualitative interview study exploring the perspectives of 

GAA accredited applied PAs to the practitioner development pathway. The synthesised evaluation of 

the case study is presented in Chapter 14. 

 

The final chapter, Chapter 15, presents a discussion of the thesis findings and the overall conclusions 

of the thesis, its original contribution, limitations, reflection, and suggestions for future research. 
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Section A  
Developing and Validating a Framework for 

Professional Practice in Applied PA 
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Chapter 2: Developing a framework for professional 
practice in applied PA: A framework analysis and 
research synthesis 

 

2.1 Introduction  

The lack of a clear and comprehensive definition of the required knowledge and expertise 

for delivery of PA, makes it difficult for aspiring analysts to build appropriate skill sets in preparation 

for a sustainable career.  In addition to the development of strong technical and PA skills (Nicholls et 

al., 2016), the identification and cultivation of other elements of practice such as relationship 

building and professional behaviours seems to also be a key area of an analyst’s development.  

Evidence of novice practitioners struggling to establish themselves (Huggan et al., 2015, McKenna et 

al., 2018), suggests that early career analysts may lack a broader personal and professional skill set 

required for practice (James, 2006; Lyons, 2005; Nelson et al., 2014). At the other end of the career 

spectrum, there is evidence of experienced analysts working in highly collaborative environments 

making complex professional judgements around, for example; if, how and when to adopt new 

technology (Browne et al., 2021; Buttfield and Polglaze, 2016; Gamble et al., 2020; Schelling and 

Robertson, 2020), or when to question a coach’s perception of performance (Croft et al, 2017; 

Reeves and Roberts, 2013). 

 

In the absence of a clear understanding of professional practice in applied PA, it is difficult to 

design educational or professional pathways for practitioners. This study aims to construct a 

framework for professional practice in applied performance analysis (PA) which identifies the 

components of practice, and the expertise which underpins it.  This framework has potential 

benefits for the education, professional development and accreditation of analysts.  Analyst 

educational offerings are varied, provided by universities (Butterworth and Turner, 2014, Nicholls et 

al., 2018, Carling, 2019), software companies (Ferrari, 2017), and internships or studentships within 

sports institutes (Lyons, 2005), and other sporting organisations (Carling, 2019).  Given our limited 

understanding of professional practice, it is challenging to evaluate the effectiveness or propriety of 

this education to applied PAs, or how prepared practitioners are for the reality of practice.  The 

research questions guiding this work were: are there identifiable common components of practice in 
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applied PA, and what areas of expertise underpins this practice? The framework analysis resulted in 

the development of a ‘best fit’ framework for applied PA (Dixon-Woods, 2011). 

2.2 Methods  

A framework synthesis methodology was adopted as an iterative way to develop a coherent 

picture of a ‘messy’ heterogenous collection of studies (Thomas et al., 2012).  Systematic review 

methodology was used to search and identify relevant literature following the Evidence for Policy 

and Practice Information guidelines as outlined by Gough and colleagues (Gough et al., 2012).  The 

initial conceptual framework was based on established literature in the field and evolved as the 

importance of different concepts became clear and the research synthesis developed.   Research 

collaborators were engaged in order to ensure the veracity of the methodological processes.  The 

research team comprised Dr Denise McGrath (PhD Supervisor, UCD), Dr Peter O’Donoghue (Reader 

in Sports Performance Analysis in Cardiff School of Sport), and Jonathan Bradley (Programme 

Director MSc Sports Performance Analysis, Institute of Technology, Carlow). 

 

2.2.1 Ontological & epistemological stance 

A research synthesis aims to produce new knowledge by “making explicit connections and 

tensions between individual study reports that were not visible before” (Suri, 2013:889). A key 

characteristic of research synthesis is the critical nature of the ontological position. A critical realist 

approach to data analysis and synthesis was adopted (Bhaskar, 2013), which assumes that an 

external reality exists and can be observed and analysed.  However, it acknowledges that it is “our 

theories and notions of reality that constitute our knowledge of it” (Danermark et al. 2002:200). 

Hartwig (2008:ix), emphasises the dialogical nature of critical realism and the need to “bring all the 

resources at our command to the task of understanding a text”.  The lens of critical realism 

influenced our search strategy as it was endeavoured to capture a holistic picture of the practice of 

PA delivery. While we wanted to identify and describe the activities of practitioners, we also sought 

insight into how their social interactions influenced the reality of their role (Danermark et al. 2002). 

We were aware of evidence illustrating the role of relationships (coach – analyst, analyst – athlete, 

analyst – administrator, analyst – peer practitioners), in dictating the actions of practitioners 

(Murray and Hughes, 2001: Hughes, 2004; Carling et al., 2014; Huggan et al, 2015; McKenna et al., 

2018; Bateman & Jones, 2019). Through our experience as former practitioners and currently 

educators of novice analysts, we understood that good professional relationships are linked to 

successful practice, however this had not been explored or conceptualised.  Search criteria were 
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designed to systematically capture the breadth of peer reviewed literature available, ensuring that 

the narrative of individual actors would be heard, in addition to applied case studies where their 

actions and interactions were observed (Suri, 2013).  

TABLE 2. 1:   INITIAL CODING FRAMEWORK: FIVE COMPONENTS OF PRACTICE WELL ESTABLISHED IN THE DELIVERY OF 

APPLIED PA. 

Cluster References 

Needs Analysis & System Design 

 

Carling, Williams, & Reilly (Carling et al., 2005); Hughes 

(Hughes, 2015a); O'Donoghue (O'Donoghue, 2015) 

 

Data Collection and Reliability Check  

 

Robertson (Robertson, 1999); Lyons (Lyons, 1988); 

Hughes & Franks (2008); Carling et al., (2009); Hughes 

and Franks, (2015); O’Donoghue (2015) 

Analysis and Reporting to Coaching 

Team  

 

O'Donoghue & Holmes, (2015); Carling et al., (2009); 

O’Donoghue (2015); Hughes et al., (2015); Wiltshire 

(2013) 

Facilitation of Feedback  

 

Carling et al., (2005); O’Donoghue & Mayes, (2005); 

Hughes (Hughes, 2015b) 

Reflection & System Evaluation  

 

Lyons, (1988); O'Donoghue, (2015) 

 

 

In advance of data extraction, an initial conceptual framework was designed, consisting of 

five broad components of practice well established as key to the delivery of PA (Dixon-Woods, 

2011), (Table 1). This was a deliberately broad and unspecified tentative starting point which would 

be complemented by our growing understanding of the evidence (Brunton et al., 2012). Themes 

were deductively coded to the pre-defined initial framework and simultaneous inductive coding 

captured data that did not fit into the initial framework (Creswell and Creswell, 2017). In a bid to 

examine the multi-faceted reality of PA service delivery, we employed the epistemological pluralism 

recommended by Suri (2013), using a variety of methodological tools from several paradigmatic 

approaches. This is an increasingly common approach to research synthesis where conventional 

systematic review methods are used to search, screen and assess the body of literature and a mixed 
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methods approach is adopted for data extraction and synthesis (Creswell et al., 2003; Thomas et al., 

2013).   

 

Our aim to identify the processes involved in the effective delivery of applied PA, led us to go 

beyond the surface observations of what analysts said they did, to search for the explanations for 

their behaviours and consider any patterns emerging (Ryan et al., 2012). In so doing, we recognise 

the limitation that, as with all knowledge, our insights are fallible, our interpretation of the 

interpretations of other people (Danermark et al., 2002).  Our collective industry experience (44 

years’ experience in delivering PA / Biomechanics support, 55 years’ experience preparing 

undergraduate students to work in PA / Biomechanics), creates a bias that must be acknowledged.  

This knowledge and experience, however, afforded us the insight to identify what was not explicitly 

reported, to treat explanations as dynamic, to search for exceptions or surprises, all essential 

elements of the critical realist approach (Suri, 2013, Ryan et al., 2012).  An example of this is the fact 

that no analyst stated they had negotiated a job description, despite evidence from various analysts 

indicating that this would be a positive process on engaging an analyst role (Hammond, 2018, Wright 

et al., 2014).  In bringing this critical realist perspective and our experience to the synthesis of the 

literature, we endeavoured to construct a framework which would begin to define not only what 

analysts do, but how they can thrive as people in this complex performance ecosystem. 

  

2.2.2 Search criteria and strategy 

The search terms used were; sport, sports; performance analysis; video analysis; match 

analysis; notational analysis; time-motion analysis and feedback; coaches; coaching; analyst; video; 

applied practice.  For consideration, studies had to be peer reviewed, in English and published 

between 2001-2019 inclusive.  The same systematic search was performed in SPORTDiscus, PubMed 

and Web of Science.  Search results were imported into EndNote software and any duplicates 

removed.  Hand searches of the International Journal of PA in Sport and the proceedings of the 

World Congress of PA in Sport (WCPAS), were undertaken in addition to checking the reference lists 

of all included papers (Brunton, 2012). The search terms used were: [“Sport”] AND [“Performance 

Analysis” OR “Video Analysis” OR “Match Analysis” OR “Notational Analysis” OR “Time-Motion 

Analysis”] and [“Feedback” OR “Coach*” OR “Analyst” OR “Video” OR “Applied” OR “Practice”]. 
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2.2.3 Inclusion criteria and selection 
 

Studies were included if they met one of the following criteria: Describe an applied PA 

intervention involving an applied PA; Interview / survey coaches or athletes about their interaction 

with an applied PA; Interview / survey of applied PAs about their applied practice; Contain 

reflections of coaches or analysts involvement in applied PA practice; Contain commentary on the 

role of an applied practitioner.  The first author (DM) completed the title screening in Endnote and a 

random sample of 100 titles were screened by DMcG to ensure agreement.  Abstracts (n=447) were 

screened by DM And DMcG independently using Covidence software and full text review (n=154) 

was completed in Endnote independently by each author until agreement was established (Figure 

2.1).  

 

FIGURE 2. 1:  PRISMA FLOW DIAGRAM REPRESENTING THE SYSTEMATIC SEARCH PROCESS FOR PAPERS RELATING TO 

APPLIED PERFORMANCE ANALYSIS  
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2.2.4 Data extraction 

Data were extracted from papers using QSR Nvivo (Qualitative Solution Research 2002, 

Version 12, www.qsrinternational.com).  Author, Year, Journal, Geographic Location, Study Design, 

Sample Size, Sporting Context (Elite, Professional, etc), and Sport were recorded for each paper in 

addition to the aims, methods and any limitations noted by the authors of the papers. The initial 

conceptual framework which was designed based on the well-established processes involved in the 

delivery of PA (Table 1), was used as an initial coding framework for data extraction (Thomas et al., 

2012).  A framework of nodes for each theme of the five-component model was created; Needs 

Analysis; System Design and so on. Each paper was then coded by DM and DMcG independently, 

with deductive and inductive analysis conducted simultaneously to capture data not included in the 

model, for example, the various relationships established by analysts, their educational backgrounds 

and employment status, or themes of conceptual interest (Creswell and Creswell, 2017).  A total of 

four thousand, six hundred and thirteen codes were recorded in this phase. 

 

2.2.5 Data analysis and synthesis 

2.2.5.1 Phase 1  

Following Braun and Clarke’s (2006), approach, codes were integrated into preliminary 

themes, then the themes for each element of the framework and additional inductive codes were 

reviewed. This was conducted by DM and interrogated by DMcG to ensure the integrity of the codes 

and themes.  Critical realism requires researchers to reflect on not only events which occurred, but 

to consider what could have happened or what has not happened (Ryan et al., 2012). This quote 

from a study of novice analysts’ experiences in the field provides an illustration of this critical realist 

analysis approach.  

“...one set of analysts experienced the following: “It was the first week and we asked what the 
coach wanted tagged . . . ‘well you’re the experts’ ... ‘go and pick out the key bits’” . . . so to start 
with they weren’t sure how to use it” (McKenna et al., 2018:310). 

 

In considering this quote, we recognised the analysts’ difficulty in interacting with coaches who were 

seemingly unable to give them direction about what performance information to capture through a 

simple needs analysis.  On reflection we wondered about the recruitment process for these interns 

from the local university. Were role descriptors and service level agreements in place? Would it have 

been valuable for the coaches who were to receive this support to commit in advance to making 

http://www.qsrinternational.com/
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themselves available for a ‘needs analysis’ and follow up meetings?  Were the students aware of the 

importance of formalising a needs analysis and how to ‘informally’ approach it, particularly with 

coaches unfamiliar with PA support?  Did this paper represent the broader experience of novice 

analysts?  Would listing professional behaviours be helpful to other aspiring analysts?   

 

2.2.5.2 Phase 2  

In phase 2, the themes for each cluster or component of practice were generated. However, 

rather than report a hierarchy of themes, the intention was to synthesise themes into processes 

which occur within that component of practice. Themes which occurred in all components of 

practice were noted. The initial framework was reviewed and amended to comprise of nine 

components of practice, and themes were synthesised into a list of processes for each.  The original 

codes were reviewed and recoded according to the revised framework with a final total of two 

thousand, five hundred and ninety-eight codes (Thomas et al., 2012).  An Excel database was created 

capturing the name of each process, the number of papers and specific references to it, and at least 

two supporting quotes from the body of literature.  Themes which occurred in each component area 

were refined and identified as the potential areas of expertise underpinning the processes.  

 

2.2.5.3 Phase 3 

A ‘work in progress’ framework and the supporting database was presented separately to JB 

and an experienced coach developer and analyst, via video calls, and their feedback was used to 

refine elements of the framework which was drafted as a figure. A commentary or description of 

each process and its rationale for inclusion was also added to the database. This was presented to 

PO’D and DMcG for further interrogation and refinement of wording.  Some processes were merged, 

and others separated in an iterative process which saw a net gain of one process to the final number 

of 118 processes.  At this point it was agreed that ‘Reflection and Evaluation’, which was a recurring 

theme and had been a potential area of expertise in its own right, would be incorporated to 

Professional Behaviours, while PA-Sporting Expertise and Technical expertise were separated into 

two individual areas.  The database was then interrogated by each author and another meeting 

convened to finalise the proposed ‘best fit’ framework and supporting tables.  
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2.3 Results and discussion 
 

2.3.1 The literature 

The process of searching and selecting papers from this heterogenous body of literature was 

not straightforward, with over a third of the included articles coming from screened reference lists 

and hand-searches. The ninety papers which were included in the research synthesis, have a 

considerable UK and European bias, with over three quarters of the sample originating in this region 

(Table 2). This is potentially due to the language barrier built into the study design where English was 

a criterion for inclusion.  However, the lack of papers from North America, where English is the first 

language, suggests other factors at play.  The PA research community has been active since the late 

1980s terming the discipline notational analysis until 1998 (Lyons, 1998).  Initially, the community 

was dominated by UK academics and the series of twelve WCPAS between 1992 and 2018 have all 

taken place in Europe (O'Donoghue, 2010).  Analysis of performance has certainly been practiced in 

sport in North America dating back before the high-profile use of Sabermetrics in baseball (Lewis, 

2003).  While PA activity has continued to be high profile in North America, with few exceptions, 

North American practitioners have not published research on the use of PA as much as their 

counterparts in Europe.  Professional soccer was the most common contextual backdrop for 

researchers (24%), with twenty-four other sports featuring, mostly in elite settings.  

 

TABLE 2. 2:  PAPERS INCLUDED IN THE FRAMEWORK SYNTHESIS BY GLOBAL REGION 

Region Number Authors 

Africa 4 Ferrari (2017); Kraak et al. (2018); Painczyk et al. (2017); Van den Berg et al. 

(2018) 

Asia 4 Fuchs et al. (2018); Lee (2008); Ong & Koh (2005); Ong et al. (2006) 

Europe 18 Benito Santos et al. (2018); Cordes et al. (2012); Fernandez-Encheverria et al. 

(2017); Gesbert et al. (2016); Gomez (2018); Hammond (2018); Lames (2008); 

Macquet et al. (2015); Martin et al. (2018); Martin et al. (2017); Memmert & 

Rein (2018); Moreira & Peixoto (2014); Palao et al. (2016); Sarmento et al. 

(2015); Sarmento et al. (2014); Schaffert & Mattes (2015); Seve et al. (2013); 

Tilp et al. (2006) 
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UK 49 Bampouras et al. (2012); Bateman & Jones (2019); Booroff et al. (2016); 

Butterworth et al. (2012); Butterworth & Turner (2014); Butterworth et al. 

(2013); Carling et al. (2014b); Collins et al. (2015b); Cooper et al. (2007); 

Elleray & Jones (2012); Francis & Jones (2014); Francis et al. (2019); Francis et 

al. (2015); Gasston (2004); Glazier (2010); Groom et al. (2011b); Groom et al. 

(2012); Groom & Cushion (2005); Horne (2012); Huggan et al. (2015); Hughes 

(2004); Hughes & Bartlett (2002); Hughes et al. (2001); James (2018); James 

(2006); James et al. (2007); Jenkins et al. (2007); Mackenzie & Cushion 

(2013b); Mackenzie & Cushion (2013a); Mayes et al. (2009); Middlemas & 

Harwood (2018); Murray & Hughes (2001); McKenna et al. (2018); Nelson & 

Groom (2012); Nelson et al. (2014); Nicholls et al. (2019); Nicholls et al. 

(2018); O’Donoghue (2006a); O’Donoghue & Longville (2004); Reeves & 

Roberts (2013); Robins & Langdown (2014a);  Robins & Langdown (2014b); 

Taylor et al. (2015); Thomson et al. (2013); Wells et al. (2009); Wells et al. 

(2012); Williams & Manley (2016); Wright et al. (2014); Wright et al. (2012a); 

Wright et al. (2013); Wright et al. (2016) 

North 

America 

4 Judge et al. (2011); Judge et al. (2008); Robinson et al. (2011); Smith et al. 

(2002) 

Oceania 9 Baker, (2010); Burkett & Mellifont (2008); Buttfield & Polglaze (2016); Croft 

et al. (2017); Giblin et al. (2016); Hunter et al. (2007); Lyons (2005); 

Middlemas et al. (2018); Woods et al. (2019) 

 

2.3.2 Proposed framework for professional practice in applied PA 

There were many iterations of a visual to represent the proposed framework which outlined 

the nine components of practice (at that point known as clusters), underpinned by five pillars of 

expertise. We understood that our amateur efforts did not truly capture the iterative, cyclical nature 

of applied PA practice, but prior to validating the content, it was decided not to invest energy in 

creating a more accurate version.  The final graphic was created using PowerPoint in static (Figure 

2.2), and animated form and its limitations were discussed in the video which was prepared for 

participants in the validation study.  
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FIGURE 2. 2:  FIRST REPRESENTATION ON WHAT WAS THEN CALLED A FRAMEWORK FOR THE DELIVERY OF APPLIED 

PERFORMANCE ANALYSIS.  NINE CLUSTERS OF PROCESSES ARE UNDERPINNED BY FIVE PILLARS OF EXPERTISE. 
CONTEXTUAL AWARENESS IS THE ABILITY TO APPLIED PA PRINCIPLES IN CONTEXT; BUILDING RELATIONSHIPS IS THE 

EXPERTISE TO FOSTER STRONG PROFESSIONAL RELATIONSHIPS WITH ALL STAKEHOLDERS; DOMAIN EXPERTISE IS PA 

AND SPORT SPECIFIC KNOWLEDGE AND EXPERIENCE; TECHNICAL EXPERTISE IS TECHNICAL KNOWLEDGE TO EXECUTE 

APPLIED PA PRINCIPLES; PROFESSIONAL BEHAVIOURS IS EXPERTISE IN SELF-MANAGEMENT AND EVALUATION.  

 

2.3.3 Five areas of expertise underpinning applied PA 

Expertise has been described as “the ability to make value judgements, to identify and 

deploy the optimum blend of techniques to meet complex and dynamic situations” (Cruickshank et 

al., 2020:240).  The five areas of expertise presented were based on the resounding themes in the 

literature; contextual awareness, building relationships, PA and sporting expertise; technical 

expertise and professional behaviours. It could well be argued that contextual awareness and 

responding to context is the application of expertise in the other four domains. While acknowledging 

this, we feel that the capacity and awareness to recognise what the context is at any point in time, is 

a critical skill set for applied PAs in its own right. 
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2.3.3.1 Contextual awareness 

The emergence of the contextual awareness of practitioners as one of the key themes in this 

research is reflective of the increasing body of literature focusing on how we deliver analysis, rather 

than what can be measured (Groom et al., 2011).  Practitioners should be cognisant of tailoring PA 

delivery based on quantifiable parameters such as requested variables, competition requirements, 

timeframes, availability of resources, athlete age profile and availability.  It would seem, however, 

that some of the contextual parameters which matter most are not easily quantified.  These include 

the more nuanced needs of stakeholders; the level of technical and educational support coaches or 

executives require to commission and understand analysis; their current focus based on the 

coaching environment and results; the readiness of athletes to embrace analysis depending on their 

maturity, personalities and attitude to learning, previous experience of PA and preceding results 

(Middlemas and Harwood, 2018, Booroff et al., 2016, Nelson et al., 2014, Mackenzie and Cushion, 

2013b, Bateman and Jones, 2019).  All of these variables could be considered to comprise the ‘PA 

age’ of an athlete, coach or PD, similar to the well understood concept of an athlete’s ‘training age’ 

(Pichardo et al., 2018). Contextual awareness extends to being attuned to the power dynamics 

within the organisation, executive management, the coaching team, the performers and between 

each group.  The emergence of contextual awareness as a key expertise underpinning the delivery of 

applied PA, highlights the importance of practitioners developing skills such as empathy and micro-

political awareness in tandem with their technical and PA skill set.  Aspiring applied PAs should have 

the opportunity to learn how to identify and evaluate a PD or coach’s perspective based on their 

background and philosophy, their leadership style, their coaching record, the current role and 

expectations, the funding pressures, and how these factors could potentially impact the practice of 

the analyst (Macquet et al., 2015, McKenna et al., 2018, Huggan et al., 2015, Nicholls et al., 2018).  

 

2.3.3.2 Building relationships 

Perhaps the most fundamental expertise is building relationships.  Without a coach or PD, 

there is no applied PA and it seems the quality of the coach-analyst relationship is key to the delivery 

of effective PA. In many cases this is presented as a subordinate relationship, as the following quotes 

from soccer analysts illustrate. 

“the gaffer is the one at the top, with the decision making. He’s got the final say on 

everything, but he’s got to have his own staff, and he’s got to have staff that want to 

work for him” (A2) (Bateman and Jones, 2019:8).  
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“At the end of the day, he’s the manager of the football club. Whether he deserves 

respect or not, you have to give it him because that the nature of the industry we’re in” 

(A1) (Bateman and Jones, 2019:9). 

 

A critical realist approach recognises the transformative potential of workplace relationships where 

the power of the relationship can cause events to occur (Ryan et al., 2012). The transformative 

potential of the coach-analyst relationship is apparent throughout the body of PA literature where 

positive relationships enabled the service to flourish and vice-versa.  This contrast is apparent in 

juxtaposed quotes from a single-subject case study tracking ‘Ben’s’ soccer analyst career; 

“Faced with the reality of leaving soccer or remaining in difficult conditions under [Brian] 

Atherton [the coach], Ben decided to stick it out… …He chose to simply withdraw his 

maximum effort, ‘coast through’ and bide his time until Brian left the club…” (Huggan et 

al., 2015:514). 

 

“The unwavering support of the manager and assistant meant he [Ben] was free to put 

his vision into practice and begin the creation of an analysis department.” (Huggan et 

al., 2015:515). 

 

The last quote is one of many linking an effective, thriving analyst to a strong coach-analyst 

relationship (Lames, 2008, McKenna et al., 2018, Wright et al., 2014).  There is evidence of analysts 

developing other significant professional relationships with athletes, PDs, administrative or 

management staff, and multi-disciplinary sports science colleagues.  There is perhaps an additional 

role for applied PAs as knowledge brokers, acting as conduits or the interface between stakeholders 

to enhance collaboration (Browne et al., 2021).  The capacity to initiate, foster and consolidate 

professional relationships is therefore a critical area of expertise for applied PA practice (Bateman 

and Jones, 2019, Francis et al., 2015, Bartlett and Drust, 2020). 

  

2.3.3.3 Domain [later PA and Sport] expertise 

It is the role of any professional to ‘profess’ knowledge and judgements based on a specific 

body of knowledge in a particular domain (Taylor and Garratt, 2010, Poczwardowski, 2019).  In PA, 

that domain expertise is based on intelligence about what to measure within a specific sport and the 

well-established PA principles about how to measure, collect and interrogate data to create 

information and knowledge.  In applied PA, PA and sport expertise extends beyond the creation and 

presentation of knowledge.  In professional practice, applied PAs are expected to understand and 
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apply pedagogical principles necessary to create learning opportunities for stakeholders to interface 

with the performance knowledge created in a way which accelerates understanding and increases 

their efficiency and effectiveness (Ackoff, 1989). The specialist body of knowledge in PA is well 

established and continually growing, with much research on what and how to analyse (Hughes et al., 

2019a). Analysis of the literature demonstrated how coaches and analysts felt that in-depth, sport-

specific knowledge and understanding was very desirable for applied PAs (Thomson et al., 2013, 

Wright et al., 2013, Sarmento et al., 2015, Butterworth and Turner, 2014), and there were instances 

of applied PAs also being qualified coaches (Palao et al., 2016, Wright et al., 2013, Macquet et al., 

2015, Robins, 2014b).  If a profession claims authority based on the concept of its jurisdiction on a 

specific body of knowledge (Taylor and Garratt, 2010), then applied PAs can lay claim to a robust 

body of literature in respect to creating knowledge about sporting performance. However, there are 

considerable gaps in the body of knowledge supporting the second facet of professional practice, 

which is the analyst’s capacity to design effective learning opportunities to impart knowledge 

created to stakeholders. 

   

2.3.3.4 Technical expertise 

In this digital age, the execution of PA expertise is inextricably linked to technical expertise. 

It is difficult to identify or visualise trends in data without basic working knowledge of a sports 

analysis software package or data management software. The type of technical expertise required 

for a specific role varies hugely, depending on its nature and context and there is some debate as to 

what level of technical expertise analysts in the future will need as data science becomes more 

pervasive.  Robertson (2020a), suggested that contemporary PAs should adopt ‘computational 

thinking’ and be open to learning open-source programming languages as necessity requires.  James 

(2018), predicts that the analyst role will evolve to exclude data collection and analysis and focus on 

interpretation and 'translation' of data into the language of coaching.  The identification of the 

components of applied PA in this framework may be helpful to organisations and applied PAs to 

audit their processes, capabilities and future requirements, and consider how best to build capacity 

to meet the applied PA service demands of the organisation. 

 

2.3.3.5 Professional behaviours 

Professional behaviours include expertise in self and time management, ethical practice, 

communication, reflection and evaluation.  It is manifested as consistent good judgement, evidence-

based decisions and responding appropriately to context (Collins et al., 2015a). Given the lack of role 
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descriptions currently evident in this discipline (Wright et al., 2014, Hammond, 2018), it seems that 

understanding the processes of effective self-management and professional practice could be a 

significant advantage to novice analysts. Training in how to negotiate a simple role descriptor and 

service level agreement may alleviate some of the stressful scenarios described by analysts;   

“Kevin Green [Coach] may not have understood a great deal about Ben’s role, but at 

least he did not actively belittle his work in front of the other coaches or players.” 

(Huggan et al., 2015:513) 

 

“Initially, there was role ambiguity with analysts finding it difficult to establish 

information essential to their role.” 

“…the analyst needs to remember he’s the analyst and not the coach” (McKenna et al., 

2018:310) 

 

Data management and safeguarding sensitive data are increasingly important professional 

responsibilities for which we hope analysts have sufficient ethical and technical training.   All analysts 

could arguably benefit from a greater emphasis on reflective practice and more formal evaluations 

of intervention programmes (Robertson, 2020a).  Professional development hinges on self-

knowledge, self-awareness and reflection and it may be difficult for analysts, often working long 

hours in isolation, to carve out time for this (Wright et al., 2014, Carling, 2019).  The process of 

accreditation or joining a community of practice is often an opportunity for structured reflection on 

practice, philosophy of practice, knowledge sharing (Lyons, 2005, Hughes et al, 2019b), and access to 

multi-faceted social support which can mitigate against the solitary aspects of the role (Sheridan et 

al., 2014).  One of the four key components for successful delivery in high performance sport has 

been identified as sports scientists making time to understand their philosophy of practice and how 

it impacts and influences those around them (Bartlett and Drust, 2020). 

 

2.3.4 The components of applied PA 

Some general principles emerged in the creation of each list of processes and the tables 

which house them (Tables 2.3 – 2.17).  The Framework is loosely sequential, but not linear, as the 

initial processes are iterative and there is considerable overlap between some of the components.  

For example, data management underpins data collection and analysis.  The intention is that the 

table for each component can stand-alone, making sense if taken in isolation, and that each process 

is understandable without the accompanying quote.  The number of papers and references 
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associated with each process are an indicator of the prevalence of that underlying theme or issue in 

the literature reviewed.  Our aim is that the processes could potentially be followed by a novice 

analyst as a checklist for practice.  It is not expected that every analyst will carry out each process, 

that will depend on their role.  Scouting analysts, for example, may not be involved in facilitating 

feedback to athletes. Some processes are very broad, for example, ‘Operate data collection 

technology, equipment and systems’.  This is deliberately broad and flexible, to capture the range of 

technology analysts use, from pen and paper notational analysis to the use of machine learning for 

data collection. 

 

2.3.4.1 Engaging a role [later to become: Establishing relationships and defining the role] 

TABLE 2. 3:  PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE ENGAGING A ROLE 

COMPONENT OF APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Build appropriate 
domain and 
technical expertise, 
experience, and 
scientific training 

Domain 
Expertise, 
Technical 
Expertise 

17 34 The current working performance analyst is constantly 
updating their knowledge and skills due to the 
widening scientific base from which they are 
working, and the constant race of improvement in 
digital video technology, their computerised 
interfaces and the computers themselves. (Hughes, 
2004:107) 

Build appropriate 
knowledge and 
expertise within 
the specific sport 

Domain 
Expertise 

9 16 Coaches have concerns regarding the individual 
characteristics of the analyst/observer when 
selecting someone to observe opposition tactics. 
One prerequisite that a coach is looking is a detailed 
knowledge of the game, in addition to a similar 
insight to them based on key points (Samento et al., 
2015: 475) 

Evaluate your skill 
set and consider 
how gaps in 
expertise can be 
addressed 

Professional 
Behaviours 

2 9 Hence, I proactively engaged with a variety of 
opportunities in different sporting contexts, which 
provided a breadth of growing knowledge, and the 
chance to network with a range of practitioners. 
(Butterworth & Turner, 2014: 558) 

Consider if your 
personal qualities 
are matched to the 
vocational nature 
of the role and 
how to articulate 
this  

Professional 
Behaviours 

21 40 By employing a hard-working ethos, underpinned by 
honesty and being approachable, the analysts 
perceive that the relationship can be productive. 
(Bateman & Jones, 2019:10) 

Consider your 
philosophy of 
practice - advocate 
for best practice 

Professional 
Behaviours, 
Domain 
Expertise 

6 23 In order to explore the notion of combining 
quantitative and qualitative performance analysis 
methods in further detail, we open by providing a 
brief discussion regarding the philosophy of science. 
This would seem important, as the cultivation of 
philosophical concerns is critical to becoming a 
reflective practitioner, as opposed to a mere 
technician (Nelson & Groom, 2012: 690) 

Build a professional 
network of analysts 

Professional 
Behaviours, 

4 14 By showing that maintaining relationship with coaches 
they were not currently working with professionally, 
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and coaches  Building 
Relationships 

the analyst was able to provide future opportunities 
for employment within a dyad they perceived as 
strong and could therefore lead to greater job 
satisfaction and motivation... (Bateman & Jones, 
2019: 2) 

Seek professional 
accreditation and a 
community of 
practice 

Professional 
Behaviours, 
Building 
Relationships 

6 9 Within the last year these institutes and academies 
have developed a Performance Analysis Network to 
share better practice and to explore interdisciplinary 
integration. (Lyons, 2005: 155) 

Research the 
context, culture 
and environment 
of the organisation 
and people 

Contextual 
Awareness, 
Professional 
Behaviours 

14 24 Rather, he tailored most of his coaching decisions 
around the development of the most gifted players 
in his squad. Terry explained to us that he did this in 
response to the increasingly problematic nature of 
the club’s finances and the associated pressures and 
expectations that accompanied his role as a result of 
the club’s changing circumstances in this regard. 
(Booroff et al., 2016: 119) 

Meet and build 
rapport with the 
key stakeholders in 
the organisation 

Building 
Relationships, 
Professional 
Behaviours, 
Contextual 
Awareness 

7 14 Although he had kept the same job title and salary at 
the club throughout the turmoil he began to realise 
the importance of the chairmen of soccer clubs to 
his career going forwards. (Huggan et al., 2016: 515) 

Meet and build 
rapport with the 
coaching staff and 
multi-disciplinary 
team 

Building 
Relationships, 
Professional 
Behaviours, 
Contextual 
Awareness 

18 51 Informal opportunities to talk also helped to build 
initial relationships with coaches...: “It took them a 
month to learn my name . . . eventually we ended up 
talking about normal stuff, social stuff, and from 
then it was ‘see how we do this, do you think we 
should do it like that?’ ... it took a while.”  (McKenna 
et al., 2018: 310) 

Define and agree 
the role of the 
analyst and 
establish reporting 
relationships 

Building 
Relationships, 
Professional 
Behaviours, 
Domain 
Expertise, 
Contextual 
Awareness 

10 18 Initially, there was role ambiguity with analysts finding 
it difficult to establish information essential to their 
role. (McKenna et al., 2019: 310) 

Total   46 214   

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process 

 

The novel inclusion of this component of applied PA may seem only appropriate for applied 

PAs in the initial phases of a career in applied PA. There are many instances, however, in which even 

the most established analysts need to build new relationships and define or redefine their role, for 

example, a change of management, support staff, athletes or club ownership, evolving performance 

questions and requirements, or increased responsibilities. In order to avoid confusion, the first seven 

processes here (Table 2.3), specific to securing a role, were later removed as detailed in Chapter 3.  

The literature suggests that to be most effective, applied PAs should prioritise three key processes 

when establishing relationships; undertake background research, actively build relationships, and 

clearly define their role.  The importance of role definition is supported by Molan and colleagues’ 

(2021:9), recent findings that role clarity of support staff was a key feature of successful high 
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performing sports environments, particularly “specifying areas of responsibility and accountability”.  

Background research on the context in which an applied PA will operate involves finding out about 

the culture and environment within the organisation, the people involved, or new person arriving, 

and the external competitive environment (Huggan et al., 2015, Booroff et al., 2016, Gomez, 2018, 

Groom et al., 2011 Mackenzie and Cushion, 2013b, Middlemas and Harwood, 2018, Moreira and 

Peixoto, 2014, Nicholls et al., 2018).  Much of this information can be found online, or through a 

professional network.  The value of a strong professional network for applied PAs was evident, 

particularly in securing a role (Butterworth and Turner, 2014, Bateman and Jones, 2019, Huggan et 

al., 2015), where ‘being known’ seemed to be a considerable advantage.  Robertson’s (2020a), 

suggestion that analysts should be open-minded, innovative, versatile, self-aware, reflective and 

strong communicators, all echoed in the reviewed literature, in addition to empathy (Macquet et al., 

2015, McKenna et al., 2018), micro-political awareness (Booroff et al., 2016, Huggan et al., 2015), 

and knowing your place in the process. ‘Knowing your place’ could also be seen as humility. The 

latter traits on the list are critical to the ability to build rapport and foster quality relationships with 

stakeholders which was consistently identified as vital in delivering an applied PA service effectively 

(Francis et al., 2015, Nicholls et al., 2018), and contributing to high performing sports environments 

(Molan et al., 2021), however, does not seem to be a prominent feature of applied PA training.    

 

2.3.4.2 Needs analysis and service planning 

Although the phrase ‘needs analysis’ is used only once (Wells et al., 2012), the concept it 

encapsulates is well established in the body of literature, largely incorporated within system design.  

In the initial framework, needs analysis was combined with system design (Carling et al., 2005, 

Hughes, 2015a, O'Donoghue, 2015), however the volume of papers identifying processes specific to 

this pre-design phase, guided the decision to cluster these independently.  Many of these processes 

are self-explanatory and well embedded in practice, however they are not clearly captured 

elsewhere.  Capturing the minutia of the actions of experienced analysts as steps which could be 

followed by a novice may potentially accelerate learning or eliminate simple novice errors such as 

not having a strategy to find out what a coach wants to analyse (Table 2.4), (McKenna et al., 2018).  

 

 

  



26 
 

TABLE 2. 4:  PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE NEEDS ANALYSIS COMPONENT 

OF APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Assess analyst's / 
analyst team's 
capacity & capability 
to deliver a PA service 

Professional 
Behaviours, 
Domain 
Expertise, 
Technical 
Expertise 

19 22 Theoretical models do not always recognise the time 
constraints that performance analysts must work 
within; this case study has shown that it is 
important for practitioners to understand these 
time constraints, develop and operate a system 
that is simple and efficient enough to provide 
feedback during the scheduled feedback sessions. 
(Gasston, 2004:12) 

Assess the demands 
of the competition 
schedule 

Domain 
expertise, 
Professional 
Behaviours 

14 25 The level of analysis conducted is subsequently 
dictated by the nature of the competition. (Horne, 
2012:655) 

Determine the 
available resources, 
for example budget, 
equipment & internet 
connectivity 

Domain 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness, 
Building 
Relationships 

10 12 In Africa, the inaccessibility to technological 
equipment due to its cost (not always affordable 
for the budget of an amateur football club) and 
the instability and high rate of the internet 
connection represent a barrier for the exchange 
of video-data and related video-analytical 
feedbacks. (Ferrari, 2017:439) 

Evaluate the current 
body of knowledge in 
the sport (academic / 
coaching literature, 
blogs etc) 

Domain 
Expertise, 
Professional 
Behaviours 

21 32 Existing research provides a lot of useful information 
for training but this information is often ignored 
by coaches or not transferred to actual practice. 
(Fernandez et al., 2017:151) 

Design a strategy to 
capture the needs of 
key stakeholders  

Domain 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness, 
Building 
Relationships 

13 15 This initial system was used as a communication tool 
to promote discussion with the coach and help 
elicit requirements for the system to be used by 
the Welsh senior netball squad in the FENA 
(Federation of European Netball Associations) 
tournament in February 2004. (O'Donoghue & 
Longville, 2004:12) 

Capture the needs of 
the coach & coaching 
team 

Domain 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness, 
Building 
Relationships 

29 50 In the planning phase, information from the analysis 
of the opponent, analysis of the own team and, 
predominantly, the philosophy of the coach are 
needed. (Cordes et al., 2012:251) 

Capture the needs 
and preferences of 
athletes 

Domain 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness, 
Building 
Relationships 

19 33 In doing so, one must consider and involve the 
athlete as an active agent within the coaching 
process; their interpretations/meanings assigned 
to performances are influential for success. 
(Collins et al., 2015:1093) 

Capture the needs 
and ideas of the 
multi-disciplinary 
team 

Domain 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness, 
Building 

11 15 Following an initial talent search program in 
September 2004, a team of sport scientists and 
sports medicine staff have worked together to 
provide an analysis rich environment for 
accelerated learning and performance. (Lyons, 
2005:157) 
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Relationships 

Collaborate with the 
coaching team to 
define the 
performance 
question or issue 

Domain 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness, 
Building 
Relationships 

9 14 The comprehension and usefulness of results 
derived from an innovative technology is driven 
by an understanding of the questions or problems 
that the new technology is trying to answer or 
solve. (Buttfield & Polglaze, 2016:11) 

Consider if a research 
project should be 
conducted with the 
work package 

Domain 
Expertise, 
Professional 
Behaviours 

13 18 These advances [in professional practice] come 
about through good research and development, 
often in formal settings (such as university-based 
and peer reviewed research) but also, 
importantly, in informal settings (such as the 
everyday research which occurs in professional 
clubs and sports institutes that often remains 
unpublished). (Buttfield & Polglaze, 2016: 11) 

Total   72 236   

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 

 

The process which prompts practitioners to ‘Consider if a research project should be 

conducted with the work package,’ is based on the identification of a considerable gap between 

applied practice and academic research (Buttfield and Polglaze, 2016, Carling et al., 2014a, Wright et 

al., 2014b, Mackenzie and Cushion, 2013a), as demonstrated by this quote; 

 

“…for practitioners to consistently implement research within the elite environment, 

research needs to better reflect the real world of elite sport by incorporating elite 

populations within investigations useful to them (i.e., practitioner or sport)” (Nicholls et 

al., 2018:7) 

 

This phenomenon is common to many sports science disciplines and has been attributed to 

the divergent factors which drive the actions of practitioners and researchers (Drust and Green, 

2013).   Relative to the dynamism of elite sports settings, researchers work slowly. Their goals are 

usually aligned with academic progression, which is achieved by research metrics that reward 

productivity, studies with high sample size, and quantitative outputs well ahead of single subject 

case-studies (Oravec, 2019).  Front line practitioners are required to work fast driven by 

performance outcomes and gaining a competitive edge (Harper and McCunn, 2017).  If they do have 

the research skills, lack of time and privileged information are significant inhibitors (Drust and Green, 

2013).  The concept of practitioner-researchers is increasingly evident in applied PA as a step 

towards addressing this gap, however these studentships require planning and significant oversight 

(Bartlett and Drust, 2020).     
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TABLE 2. 5: PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE NEEDS ANALYSIS - SERVICE 

PLANNING COMPONENT OF APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Consider the impact of 
the coach's philosophy 
and leadership style 
on the service delivery 
plan 

Contextual 
Awareness, 
Domain 
Expertise, 
Professional 
Behaviours 

12 26 They [Head Coaches with Transformational style 
leadership] wanted athletes to think for themselves 
and contribute to the decision-making process. 
(Macquet et al., 2015:36) 

Decide on a model of 
service delivery 
(project based / on-
going; in-house / 
external delivery) 

Domain 
Expertise, 
Professional 
Behaviours 

10 14 A project-based model is set up to answer a specific 
research question. (Baker, 2010:92) 

Negotiate and agree 
aims and a plan for 
service delivery and 
how it will be 
evaluated  

Domain 
Expertise, 
Professional 
Behaviours 

3 4 ...the national coaches are well advised to prioritise 
and use the services of the performance analyst in 
the most effective way to achieve the goals set for 
that tournament and in the long term. (Hughes et 
al., 2001:2) 

Total   22 44   

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 

 

Service level agreements (SLAs), are a commonly used tool in professional practice for many 

analysts, but they were not referred to once in the body of literature. Beaumont (2006), describes 

SLAs as fundamental to gaining and retaining client respect, whether the client is external to the 

organisation or another department within.  Negotiating a SLA has been described as an educative 

process for the client (Beaumont, 2006), which is perhaps a compelling reason for applied PAs to 

embrace them, as it appears that considerable ambiguity exists in coaches’ understanding of the 

analyst role (McKenna et al., 2018).  Given the sometimes-precarious nature of employment evident 

(Huggan et al., 2015), SLAs also have the potential to help administrators understand what they are 

paying for and see the long hours which are delivered (Carling, 2019).  Learning the process of 

service planning (Table 2.5), is an important professional expertise, particularly for novice analysts 

i.e., how to negotiate and write aims, describe work packages and estimate time allowances for 

them; consider what successful programme delivery looks like and how it could be evaluated. 
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2.3.4.3 System design 

TABLE 2. 6: PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE SYSTEM DESIGN – 

UNDERSTANDING REQUIREMENTS COMPONENT OF APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Translate needs 
analysis into system 
brief 

Domain 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships 

8 9  The design and implementation of this software 
was heavily influenced by the fact that it has to 
be suitable for the daily use by coaches and 
players and for scientific purposes by sport 
scientists. (Tilp et al., 2006:141) 

Agree System 
Parameters - 
personnel, variables, 
time-frames, budget 

Domain 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships 

27 42 However, it is important for a club to understand 
and accept the cost of setting up this service, in 
addition to the usability and uptake of the 
service by the players, in order to make it a 
financially viable system. (Francis & Jones, 
2014:200) 

Consider complex 
systems, intangibles, 
and measuring 
interdependencies 
between variables 

Domain 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships 

14 29 Through the lens of ecological dynamics, an athlete 
or team are viewed as complex adaptive 
systems, where the continuously dynamic and 
non-linear performer-environment interactions 
afford (provides opportunities for) multiple 
performance solutions to emerge in achieving 
the same or similar task goal (Woods et al., 
2019:319) 

Establish what to 
measure & test valid 
operational 
definitions for 
variables 

Domain 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships 

18 38 ...it is critical that the practical worth (i.e. the 
association with performance and the 
relationship with other relevant factors) of any 
proposed testing or monitoring protocol is 
carefully evaluated to avoid the potential 
situation of gathering data that has little ‘real 
world’ use. (Smith et al., 2002:542) 

Research all potential 
technical solutions - 
consider non domain 
solutions 

Domain 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

16 31 Though technology can provide the initial leap 
forward in professional practice, it is often the 
small steps taken when refining the application 
and metrics derived from a new technology 
(sometimes in areas unforeseen by even the 
developers of the technology) that provide the 
greatest benefit. (Buttfield & Polglaze, 2016:11) 

Seek specialist 
expertise if required 

Professional 
Behaviours, 
Building 
Relationships 

12 15 To achieve this critical aim in elite sport, groups of 
practitioners, including performance analysts, 
coaches, psychologists, sport scientists and skill 
acquisition specialists, could collaborate on 
designing individualised practice task constraints 
based on competitive performance data. (Woods 
et al., 2019:321) 

Seek ethical approval 
and consent if a 
research project is 
incorporated in the 
work 

Domain 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships 

6 71 Data capture occurred during the final preparation 
phase for the Paralympics 2012. Ethics approval 
for this study was obtained from the scientific 
committee of the University of Hamburg in 
agreement with the German Rowing Association 
(DRV). Data collection was part of routine 
measurements in routine sport science support. 
(Schaffert & Mattes, 2015:412) 

Total  58 171  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 



30 
 

The system design processes applied PAs use will vary according to their role, however we 

found that common practice was to determine the System Requirements (Table 2.6) and then 

proceed to System Design, Implementation and Testing (Table 2.7).  We propose that this framework 

could be used as a checklist or signpost for good practice which may be useful for practitioners 

designing new systems or reimagining older ones. A significant challenge for practitioners is the push 

to look beyond counts of isolated variables to consider patterns of interaction between variables 

(Croft et al., 2017), factors linked directly to game philosophy and strategic outcomes (Cordes et al., 

2012), and measuring intangibles, for example, what athletes are feeling, thinking and perceiving 

during performance (Sève et al., 2013, Gleeson and Kelly, 2020).  There is some evidence of the 

consideration of ecological dynamics in the selection of variables monitored (Woods et al., 2019, 

Glazier, 2010), though it has been slow to emerge as the Grand Unifying Theory for sports science 

inter-disciplinary integration envisaged by Glazier (2017). This may be due to a lack of access to 

experts in the necessary range of specialisms, or the fact that many applied PAs operate in highly 

pressured environments and do not have the time to step back and focus on the more holistic, but 

abstract, constraints of performance. 

 

TABLE 2. 7:  PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE SYSTEM DESIGN, 
IMPLEMENTATION AND TESTING COMPONENT OF APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Test & select most 
appropriate tools - 
software and 
hardware 

Technical 
Expertise, 
Domain 
Expertise, 
Professional 
Behaviours 

8 16 It is incumbent on the individual sport scientist or 
coach to establish the accuracy and usefulness of 
any new technology or metric that becomes 
available. This is not to say that they need to 
personally validate each new system themselves, 
but just ensure this process has been completed 
before incorporating the new tool. (Buttfield & 
Polglaze, 2016:10) 

Collaborate with 
coaches / multi-
disciplinary team to 
design system 
prototype 

Building 
Relationships, 
Professional 
Expertise, 
Domain 
Expertise, 
Technical 
Expertise 

9 15 The lapsed time data were analysed using a tagging 
panel developed in a video analysis software 
package, and developed with the expertise of 
experienced analysts and elite canoe / kayak 
slalom coaches. (Wells et al., 2009:454) 

Conduct a technical 
pilot of the system 

Domain 
Expertise, 
Technical 
Expertise 
Communication 

8 11 The template underwent two pilot tests on a 
randomly selected elite wheelchair basketball 
game from a pre-tournament held in 2015. (Francis 
& Peters, 2019:4) 

Conduct a usability 
study considering 
athlete experience 

Domain 
Expertise, 
Technical 
Expertise, 

8 17 "Every step you take is videoed and analysed … they 
see everything. It’s very regimented you can’t get 
away from it. Blokes, every week trust what they 
are, less you are robot, very statistical this year." 



31 
 

Professional 
Behaviours, 
Building 
Relationships, 
Contextual 
Awareness 

(Williams & Manley, 2016:838) 

Collaborate with 
coaches to agree 
strategy for reporting 
and feedback 

Professional 
Behaviours, 
Domain 
Expertise, 
Technical 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

4 7 The system developers should understand the 
information to be provided as feedback and then 
determined the raw data to be collected to enable 
the system to provide the summary information 
required. (Gasston, 2004:9) 

Devise data 
management strategy 
and related 
infrastructure 

Technical 
Expertise, 
Domain 
Expertise, 
Building 
Relationships 

7 12 A risk was taken to build everything from scratch and 
in our case, there is now a database solution for 
the Singapore Sports School that was designed 
primarily with a coach-driven approach. (Ong & 
koh, 2005:109) 

Total  27 79  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 

 

Literature in system design has focused heavily on protocol and the role of the coach, with 

only four specific examples of the athlete experience of data collection being taken into 

consideration (Burkett and Mellifont, 2008, Robinson et al., 2011, Schaffert and Mattes, 2015, 

Murray and Hughes, 2001)  In some studies, athletes have reported their unhappiness with the data 

collection protocol and feedback procedures delivered, resulting in dissatisfaction with the PA 

process (Williams & Manley, 2016; Taylor et al., 2015).  It seems that putting yourself in the athlete's 

shoes, asking for their input or just ensuring that they are informed and understand the rationale 

behind the system design is potentially an important process in system design to achieve buy in from 

these key stakeholders. 

 

2.3.4.4 Data management 

TABLE 2. 8: PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE DATA MANAGEMENT 

COMPONENT OF APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Build performance 
databases which can 
be effectively mined 

Technical 
expertise, 
Domain 
Expertise 

25 55 Sports analysis workflow requires tools and 
techniques that ideally would provide a way to 
effectively filter the data being analyzed on 
demand and display this data in a way that 
enhances the experts’ analysis capabilities in 
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the context of the problem. (Benito Santos et 
al., 2018:2) 

Create and operate 
real-time data 
sharing networks 

Technical 
expertise, 
Relationship 
Building 

7 7 “…we tried to develop a system that consists of 
the following: having an Ipad with the game 
matrix (the way we see the game) on the bench 
connected to the stadium system of video 
images and to a television or a touchpad in the 
dressing room... (Sarmento et al., 2014:12) 

Design infrastructure 
to integrate multiple 
data sources 

Technical 
expertise, 
Domain 
Expertise 

14 23 If an entire Bundesliga season is analyzed (306 
games) up to 90 gigabytes of positional data 
may be obtained. If additional data from 
training sessions, physiological markers, event 
data (passes, fouls, etc.) and video-data are 
integrated, the data quantity easily increases to 
several terrabytes. (Memmert & Rein, 2018:67) 

Develop / use 
consistent operating 
procedures for data 
handling and 
archiving (file naming 
protocol etc) 

Domain 
expertise, 
Technical 
expertise, 
Professional 
Behaviours 

3 5 The workshop noted the importance to be 
attached to the use of metadata in performance 
analysis and agreed a national metadata 
standard (the Australian Government Locator 
Service) and a thesaurus to standardise 
nomenclature (the SIRC Thesaurus). (Lyons 
2005:156) 

Manage access to 
and sharing of data 

Technical 
expertise, 
Domain 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness, 
Professional 
Behaviours 

32 45 By this time I am in addition working at the Lee 
Valley white water centre during the 2012 
Games as part of a technical video team 
providing live video feeds to the competing 
nations’ analysts. (Butterworth & Turner, 
2014:554) 

Manage multiple 
video formats 

Technical 
expertise 

3 3 A very important point is to be open for different 
video formats. There are new camcorders on 
the market today which record directly to a 
compressed video file stored on a flash ram 
which can plugged in to the computer like a 
memory stick. Tilp et al., (2006:142) 

Protect sensitive data Professional 
Behaviours, 
Domain 
Expertise 

4 5 The use of a specific cycling prosthesis will depend 
on the individual’s stump length and remaining 
musculature as well their sensitivity to 
“prosthetic rubbing” associated with cycling. 
Burket & Mellifont (2008:101) 

Store and archive 
data 

Domain 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

12 22 KISS [Korean Institute Sport Science] developed an 
archive system to construct the basic 
infrastructure of the system and support 
performance in preparation for 2004 Athens 
Olympics. Lee (2008:111) 

Total  53 165  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 

 

Data management was referred or alluded to in over fifty papers, confirming its centrality to 

the delivery of applied PA (Table 2.8).  The increasing need for effective data management is 
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exemplified by a case study of a New Zealand Mitre 10 Professional Rugby Team (Middlemas et al., 

2018).  The study identifies three different sources of video and statistical data; team, individual and 

unit analysis provided by a local university to the coach; an online video database of all teams in the 

competition maintained by external providers; and training footage from handy-cams and drones. In 

this scenario there was no 'in house' analyst, leaving the responsibility and considerable workload 

for managing and archiving the data, presumably to the one full-time coach.  There is a growing 

imperative on any organisation accumulating volumes of data to have strategies in place for its 

effective management.  The intricacy of technical processes on how to build data management 

infrastructure are well served by a wealth of literature (Alamar, 2013).  The professional behaviours 

required by analysts in data management are not as prominently discussed so merit reference in this 

context.  The first of these is the concept of developing consistent operating procedures for data 

handling and archiving, such as file naming structures.  The advantage of recording this working 

knowledge of ‘how we do things’ into written procedures, is that we can easily pass them on to 

others to share the workload, or for critique to see if there is a better, faster way to work.  An 

awareness of the logic of how we work is the first step in developing the ‘computational thinking’ 

skills deemed essential for the next generation of analysts (Robertson, 2020a).  The second 

professional behaviour essential to data management is the protection of sensitive data.  All analysts 

should receive training in data protection and have adequate policies and procedures in place for 

secure data sharing.  If coaches are known as ‘gatekeepers’ of information (Bampouras et al., 2012), 

then applied PAs are surely custodians and curators of data with the associated responsibilities. 

 

2.3.4.5 Data collection 

TABLE 2. 9: PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE PREPARATION PHASE OF THE 

DATA COLLECTION COMPONENT IN APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Undergo system 
training 

Technical & 
Domain 
expertise, 
Professional 
Behaviours 

13 25 It is clear, however, that an adequate period of template 
piloting, familiarization and training was key to 
obtaining these excellent levels of reliability. (Francis et 
al., 2019:10) 

Obtain permission to 
collect data 

Professional 
Behaviours, 
Relationship 
Building 

3 3 The use of video recording involved the usual issues of 
obtaining permission to film matches form the event 
organisers (Gasston, 2004:10) 
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Collaborate with other 
professionals to source 
data / enable data 
collection 

Professional 
Behaviours, 
Relationship 
Building 

5 5 He/she recorded a video of the game or obtained one 
from the major competitions organizer or opponents' 
team Video Coach. (Macquet et al., 2015) 

Create a protocol for 
data collection 

Professional 
Behaviours, 
Domain 
Expertise 

10 22 Everything was setup as in the blueprint during the event. 
(Ong et al., 2006:87) 

Interact with athletes 
for data collection 

Professional 
Behaviours, 
Relationship 
Building, 
Contextual 
Awareness 

5 11 These sensor complexes do not disrupt, or distract the 
paddler during training sessions (performance 
evaluations), or competition. (Robinson et al., 2011:52) 

Train & prepare 
coaches to collect data 

Professional 
Behaviours, 
Relationship 
Building, 
Contextual 
Awareness 

7 8 Numerous persons within a team set-up collaborate to 
obtain sport performance and statistical data. These 
may include the coach, sport scientist, or a 
performance analyst (Van den Berg et al., 2018:34) 

Prepare equipment Professional 
Behaviours, 
Technical 
Expertise 

3 7 Prior to each match, the battery for the video camera is 
fully charged and electricity supplies for the laptop 
computer are checked at the venue. (Jenkins et al., 
2007:62) 

Adapt to context & 
logistics ‘on location’ 

Professional 
Behaviours, 
Domain 
Expertise, 
Technical 
Expertise 

5 8 The ‘real’ situation in setting up the infrastructure and 
the planning for the data capture is sometimes almost 
never exactly the same nor as predictable as what was 
planned (to be described later). The set-up has to be 
done at the scene according to the localized physical 
conditions and culture.  (Ong et al., 2006:85) 

Total  33 89  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 

 

The PA and technical expertise required for the various phases of data collection are 

previously well documented (Hughes et al., 2019a, Jayal et al., 2018, O'Donoghue, 2015) and this 

review groups the processes necessary for sound data collection under three headings: Preparation 

(Table 2.9), Execution (Table 2.10) and Reliability (Table 2.11).  What emerged clearly in the 

literature was the role and influence of the human in the preparation and execution of data 

collection (Nelson and Groom, 2012, Wells et al., 2012).  In the context of discussion around how the 

role of an applied PA may become obsolete (Robertson, 2020b), it is timely to consider what impact 

the person has in data collection. The danger of confirmation bias by coaches and analysts is 

highlighted by several authors (Collins et al., 2015b, Croft et al., 2017), with artificial intelligence and 

large-scale data collection recommended as a potentially more objective, systematic and open-

minded way to gather and interrogate data (Benito Santos et al., 2018).  While technology exists to 

supplant the mechanical, repetitive, aspect of data entry, there is also evidence that coaches view 
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applied PAs as an extension of their ‘coach’s eye’ (Gesbert et al., 2016, Sarmento et al., 2015, Wright 

et al., 2013), which is at times subjective: 

“The analyst often found himself recording contributions for some players as positive 

that would have not been included for more experienced players” (O'Donoghue, 

2006:9).  

 

Thus ‘judging what to record’ is a key process in data collection (Table 2.10). 

  

TABLE 2. 10: PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE EXECUTION PHASE OF THE 

DATA COLLECTION COMPONENT IN APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Engage with external 
analysis providers to 
obtain data 

Professional 
Behaviours, 
Relationship 
Building, 
Domain 
Expertise 

9 19 This study did identify that 70.2% of the analysts use an 
external company to code games. (Wright et al, 
2013:256) 

Systematically observe 
and record 

Domain 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

3 5 The information obtained in competition analysis is 
collected in a scientific manner to reduce error of 
measurement so that accurate data can be used by a 
coach within a swimming meet or between numerous 
international events. (Smith et al., 2002:541) 

Judge what data to 
record 

Domain 
expertise, 
Professional 
Behaviours 

23 33 ...isn’t it ultimately you who decides which factors to 
analyse, what definitions to apply, and what aspects 
to concentrate on when collecting and analysing your 
data? As such, isn’t the quantitative analyst heavily 
involved in the process? (Nelson & Groom, 2014:697) 

Mine public data 
sources (opponent 
team lists etc) 

Domain 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

1 2 Furthermore, in order to gain information coaches use 
various sources for data collection. These sources 
include their own players, senior coaches, 
groundsmen, internet websites, social media, video 
clips, broadcast and printed media, own databases or 
publically run cricket databases. (Van den Berg et al., 
2018:47) 

Operate data 
collection technology, 
equipment & systems 

Domain 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

41 68 Indeed, practitioners working in elite soccer clubs are 
using an ever-increasing range of technologies to 
quantitatively and qualitatively track and monitor 
performance in their own players and that of the 
opposition… (Carling et al., 2014:6) 

Film Performance Domain 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness 

21 24 On match days (Saturday), Ryan Groom filmed the 
games for analysis. (Groom & Cushion, 2005:44) 

Total  63 166  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 
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Identifying, isolating, and evaluating the processes involved in a current data collection and 

analysis workflow are vital to appraising if new technology is worth the investment of time required 

to deliver a similar or better outcome than a trained PA (Robertson, 2020a).  The review also 

highlights the role of analyst’s judgement in deciding if data is to be considered reliable enough to 

inform decision making in a given context, with an understandable drop in reliability for live data 

collection (Thomson et al., 2013, Cooper et al., 2007).  The importance of reliability to the process of 

PA delivery was named or alluded to by twenty-five papers, emphasising how critical the integrity of 

data is to the credibility of analysts and coaches (O’Donoghue and Longville, 2004, Gesbert et al., 

2016, Wells et al., 2009, Table 2.11 below). 

 

TABLE 2. 11:  PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE RELIABILITY PHASE OF THE 

DATA COLLECTION COMPONENT IN APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Check & Recode data Technical & 
Domain 
expertise, 
Professional 
Behaviours 

14 19 If many operations are required to correct the error, 
a few rallies could be missed in a real-time 
scenario. In the program, it was possible to correct 
the shot number using only two clicks. (Fuchs et 
al., 2018:2659) 

Select appropriate 
statistical test / 
protocol 

Domain 
expertise, 
Professional 
Behaviours 

8 13 That is, the method [statistical test] needs to be able 
to identify two fundamental things: i) is there a 
systematic bias between the test and the retest 
data, and, ii) what is the degree of random 
variation between the test and the retest data? 
(Cooper et al., 2007:90) 

Interpret and 
evaluate reliability 
tests 

Domain 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness 

10 66 Indeed, this view of reliability is not the same as just 
describing errors in measurement; it involves the 
analyst having to make an informed decision by 
considering the implications of those descriptions 
of measurement error – it is this that distinguishes 
the sport performance analyst from the mere 
technician. (Cooper et al., 2007:88) 

Total  15 98  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 
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2.3.4.6 Analysis 

TABLE 2. 12: PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN ANALYSIS COMPONENT OF 

APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Select and test 
appropriate statistical 
tests and techniques 

Domain 
Expertise, 
Technical 
Expertise 

9 14 Consequently, the aspiring analyst would be prudent 
to develop a good knowledge and practical 
understanding of the techniques required to 
successfully investigate trends and significantly 
explore data beyond the descriptives within their 
potential working environment. (Nicholls et al., 
2018:770) 

Formulate standard 
operating protocol for 
the analysis workflow 

Domain 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

4 4 ...a processing layer must be constructed to first 
extract relevant pieces of information from the 
data and then combine (processing) and visualize 
them (reporting). (Memmert & Rein, 2018:69) 

Manage timelines for 
the delivery of analysis 
outputs 

Professional 
Behaviours, 
Domain 
Expertise 

22 37 Moreover, time restrictions limit analysis volume, 
therefore coach preferences are critical. (McKenna 
et al., 2018:316) 

Clean, sort and 
organise data from 
multiple sources 

Domain 
Expertise, 
Technical 
Expertise 

9 11 At the processing of data stage, macros formulae are 
used to generate the parameters for the swim 
similar to the SWAN format (Mason, 2003) in 
Microsoft EXCEL. From here, the data is input to 
populate the database. (Ong & Koh, 2005:105)  

Mine own & third 
party databases to 
extract and compare 
data 

Domain 
Expertise, 
Technical 
Expertise 

15 32 ...if an entire league of teams were using the same 
company, there is an inherent advantage in that 
clubs could then benchmark themselves against 
each other as every game is analysed in the same 
objective method (Wright et al., 2013:256) 

Interrogate the data in 
different ways 

Domain 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness 

9 13 Each [analysis of the data] can give valuable 
comparisons, but it is important to remember that 
each of these comparisons elicits different 
interpretations of the quality of a performance. 
(Hughes & Bartlett, 2002: 744) 

 
Identify trends using 
descriptive or complex 
performance tools 

Domain 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness 

14 23 Consequently, the aspiring analyst would be prudent 
to develop a good knowledge and practical 
understanding of the techniques required to 
successfully investigate trends and significantly 
explore data beyond the descriptives within their 
potential working environment. (Nicholls et al, 
2018:771) 

Consider the stability 
of the data 

Domain 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness 

12 25 Thus, as previously mentioned in the preparation 
process, when evaluating an opponent it is 
important that the correct games are selected 
based on context and standard of opposition so the 
correct strategy can be adopted. (Sarmento et al., 
2015:485) 

Create performance 
profiles 

Domain 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness 

15 24 Profiling was suggested as the second most used 
aspect of analysis (behind video), therefore current 
or aspiring analysts should ensure they are 
knowledgeable within profiling, specifically, what 
profiling is, how profiling is undertaken, and how 
profiling can be illustrated/disseminated. (Nicholls 
et al., 2019:70) 
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Create effective data 
visualisations and 
reports using simple or 
complex tools to 
illustrate trends 

Domain 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

14 23 Moreover, it is clear that data in the form of reports 
or performance trend analysis plays a vital role 
within a large proportion of the coaches surveyed. 
(Nicholls et al., 2018:770) 

Total  47 206  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 

 

This Framework proposes a two-step process for knowledge creation, making a clear 

distinction between the processes involved in analysing and interrogating data (Table 2.12) and the 

generation of insight and translation of data to information to be consumed by stakeholders (Table 

2.13). This clear delineation reflects the reality that some organisations outsource data collection 

and analysis (Fernandez-Echeverria et al., 2017, Kraak et al., 2018, Mackenzie and Cushion, 2013b, 

Martin et al., 2018), and subsequently interpret the data in the ‘Reporting to the Coaching Team’ 

phase.  The essence of the ‘Analysis’ component is the interrogation of performance data in the 

context of existing datasets.  The continuing evolution of technology to do this better than humans 

will be a significant driver as analysis systems evolve; 

 

“Hereby, the computer starts to replace the analysts with respect to the evaluation of 

game situations, yielding more objective records of soccer-specific events”.  (Memmert 

and Rein, 2018:66). 

 

It remains to be seen whether sports organisations will seek to recruit and develop PAs with the data 

science skills to deliver this complex analysis, or employ data analysts specifically for this role in 

collaboration with PA staff as proposed by James (2018:19); 

 

“The future of performance analysis is likely to be dominated by the cooperation of 

experts in sports coaching (deriving the questions), the data analyst (to collect and 

analyse the data) and the performance analyst (to interpret and visualise the data in a 

format understandable and applicable to the coach and players).”  
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2.3.4.7 Reporting to the coaching team [later Reporting to key stakeholders] 

TABLE 2. 13: PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN REPORTING TO THE COACHING 

TEAM COMPONENT OF APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Interpret and 
translate data into 
performance insights, 
and narrative if 
requested 

Domain 
Expertise, 
Relationship 
Building 

14 23 ...the translation of this analysis and data must 
provide meaningful insights or changes in 
behaviour to render it worthwhile. (Hammond, 
2018:26)  

Facilitate delivery of 
live data and insight 
to coaching team 

Domain 
Expertise, 
Technical 
Expertise, 
Contextual 
awareness, 
Relationship 
Building 

13 20 To track progress during the match a dashboard 
was created as seen in Figure 5 to indicate 
whether the team had successfully (dark green) 
or unsuccessfully (red) implemented the 
strategy. (Croft et al., 2017:1041) 

Filter and prepare 
content for analysis 
by coaches and 
athletes, distilling 
data to manageable 
volumes 

Domain 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness, 
Relationship 
Building, 
Professional 
Behaviours 

22 37 They [experienced game analysts] report 
frequently that information has to be filtered 
prior to a presentation to the coaches, that 
there are long discussions with coaches on the 
meaning and consequences of the observational 
data... (Lames, 2008:111) 

Prioritise and 
facilitate a coach 
review meeting to 
reflect, discuss and 
co-analyse data 

Professional 
Behaviours, 
Domain 
Expertise, 
Technical 
Expertise, 
Contextual 
awareness, 
Relationship 
Building 

24 37 The results from the study support the use of 
analysts reviewing their analysis with the 
coaching team before providing or conducting 
any feedback to the players as 89.9% already do 
this as part of their own analysis cycle. (Wright 
et al., 2013:257) 

Teach coaches to use 
analysis tools 

Domain 
Expertise, 
Technical 
Expertise, 
Contextual 
awareness, 
Relationship 
Building 

9 11 HeadCoach 2 said: “The Video Coach records the 
match and sequences it by game areas so I can 
analyze the entire match or sequenced match.” 
(Macquet et al., 2015:34) 

Ensure coaches 
understand the data 
provided 

Domain 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

3 3 [The review meeting ensures that] the information 
is understood by the coaching staff and 
management allowing for them to be more 
knowledgeable when delivering feedback on 
performance, thus enhancing the quality and 
conciseness of their feedback. (Wright et al., 
2013:246) 
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Ensure access to 
larger databases 
which can be referred 
to answer coach's 
queries 

Professional 
Behaviours, 
Domain 
Expertise, 
Technical 
Expertise 

6 8 To make sure that it’s fresh [data analysis], that 
it’s kept up to date and, that if a coach came to 
you, for example... ...the coach came to you 
with some more detailed questions, you have 
the ability to talk them through one-to-one. 
(Analyst 1: 0-4 years’ experience) (Nicholls et al., 
2019:68) 

/Consider when, 
where and how to 
challenge coach's 
assumptions & biases 

Building 
Relationships, 
Domain 
Expertise, 
Contextual 
Awareness, 
Professional 
Behaviours 

13 20 “A lot of them don’t understand, because they are 
old school, because they think we are 
challenging their thinking, they fear the 
challenges. Sometimes they don’t even allow 
the guys with the camera to provide the video” 
[Analyst, Interview 1]. (Ferrari, 2017:438) 

Assist coach to build 
and articulate game 
and training strategy 

Building 
Relationships, 
Domain 
Expertise, 
Contextual 
Awareness, 
Professional 
Behaviours 

14 24 While during the period of intensive training, the 
Chinese team are likely to spend much time 
discussing the tactical features of their 
opponents, who were categorized into three 
levels. For the opponents at the first level, the 
whole team (including coaches, players and 
researchers [analysts]) will have a discussion 
together and adopt complete match analysis to 
analyse each opponent, and then apply the 
corresponding suggestions to training (Fuchs et 
al., 2018:660) 

Agree strategy and 
content for the 
facilitation of 
feedback to athletes 

Building 
Relationships, 
Domain 
Expertise, 
Contextual 
Awareness, 
Professional 
Behaviours 

11 18 The hours need to happen before the feedback 
happens, so you go in with a very clear message, 
these are the outcomes of that session or that 
competition, these are the key feedback 
parameters, these are the key performance 
parameters… (Analyst 1: 0-4 years’ experience) 
(Nicholls et al., 2019:69) 

Total  53 201  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 

 

The identification of a two-step analysis process and dedication of a specific component 

‘reporting to the coaching team’ is a novel contribution from this research.  It could be argued that 

this is the most critical step in applied PA, as this is the step where the lightbulb is switched on and 

knowledge is disseminated. It is the point where the explicit knowledge created by the applied PA is 

interrogated through the lens of the tacit knowledge possessed by the executive or coaching team to 

become insight (Von Krogh, 1998).  The world of business use sport as a case in point in highlighting 

the need for ‘data translators’ to provide opportunities for data to be understood and drive 

enhanced judgements through the use of appropriate language, effective visualisation and the 

presentation of knowledge by asking questions, not making assertions (Brady et al., 2017).  
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 The term ‘coaching team’ is a catch all to include coaches, athletes and support staff, or 

may actually represent a briefing to PD, sporting director or executive manager (Parnell et al., 2018).  

There are multiple examples of the co-creation of analysis and insight through meetings with 

coaching staff and athlete leaders (Fuchs et al., 2018, Francis and Jones, 2014, Murray and Hughes, 

2001, Macquet et al., 2015).  Indeed, one soccer study found that the applied PA’s view of 

performance was altered by this meeting; 

 

“The results may suggest that reviewing your analysis [with key stakeholders] is an 

effective method in production of analysis as 56.3% of the analysts that responded 

believe that from the review their analysis changed before feeding back to the players” 

(Wright et al., 2013:257). 

 

This research confirms the importance of a reporting meeting as an opportunity to discuss, 

reflect on, and fully understand performance data, in advance of feedback to athletes (Fuchs et al., 

2018, Macquet et al., 2015, O'Donoghue, 2006, Palao et al., 2016, Wright et al., 2013).  This co-

creation of knowledge is often based on qualitative analysis of video (Lames, 2008, Fuchs et al., 

2018, O'Donoghue, 2006).  McKenna and colleagues (2018), identify how some of the part-time 

coaches in their study struggled to make time for any meaningful engagement with their applied PAs 

in advance of player feedback, and thus did not use the analysis provided optimally.  For well-

established analysts, the review meeting is potentially the opportunity to challenge coach 

assumptions and bias; 

“They [coaches] very much use us not regularly to assess their thoughts on games and 

on players… …it allows them to reflect and get a more balanced view” (Analyst 1) 

(Reeves and Roberts, 2013:). 

 

It is important to note that in order to begin engagement with the coaching team, the applied PA 

must first judge how best to filter data for analysis by stakeholders (Lames, 2008, Hammond, 2018), 

a curation process critical to the impact of their work; 

“Performance analysts can unfortunately all too easily drown themselves, practitioners 

and players in large amounts of cross-tabulated data, potentially leading to rejection of 

their work” (Carling et al., 2014:3). 
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2.3.4.8 Facilitation of Feedback to Athletes 

TABLE 2. 14: PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE CONTEXTUAL ASSESSMENT 

PHASE OF THE FACILITATION OF FEEDBACK COMPONENT OF APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Consider best 
practice in the 
athlete experience of 
feedback - volume, 
timing, frequency, 
accessibility, 
empowerment, 
criticism 

Contextual 
Awareness, 
Domain 
Expertise 

28 81 The importance of addressing the requirements 
of the players as well as the coach was to 
ensure that the coach, players and analyst had 
co-ownership of the system. (O'Donoghue & 
Longville, 2004:4) 

Collaborate with 
performance 
psychologist if 
available 

Building 
Relationships, 
Domain 
Expertise, 
Contextual 
Awareness 

7 16 The coaches felt that a psychology practitioner 
could also work in tandem with the 
performance analysis practitioner [to deliver 
feedback]: “The analyst probably already has a 
better basic knowledge of performance than 
the psych, but the psych understands the 
impact better. This combination would be ideal 
for the coach” (Coach 5). (Middlemas & 
Harwood, 2018:36-7) 

Build trust and 
rapport with athletes 
through presence 
and small deeds 

Building 
Relationships, 
Professional 
Behaviours 

6 11 Four essential components for establishing trust 
between myself, and the athletes and staff 
were identified: appearance and visibility, 
confidence, honesty and integrity, and self-
care. (Franics et al., 2015:47) 

Consider social and 
emotional needs of 
each athlete 

Contextual 
Awareness, 
Domain 
Expertise 

19 61 Coaches explained that their interpretations of 
the players’ needs underpinned every aspect of 
their practice and subsequently sociological 
factors such as the mood of the group; recent 
results and the characters within the group 
were considered prior to conducting video-
based PA sessions with players. (MacKenzie & 
Cushion, 2013b: 29) 

Consider the impact 
of results and 
schedule on levels of 
mental fatigue 
individually and 
collectively 

Contextual 
Awareness, 
Domain 
Expertise 

10 22 Coaches may benefit from adopting a broader 
view of the post-performance review to include 
psychological recovery alongside performance 
enhancement aims. (Middlemas et al., 2018:10) 

Consider the coach's 
leadership style and 
philosophy of 
feedback 

Contextual 
Awareness, 
Domain 
Expertise 

13 40 Transactional leaders provide players with 
pragmatic paths to goals. They give them 
solutions to the problems raised instead of 
encouraging players to find solutions on their 
own. Nevertheless, they are open to their 
players' suggestions. (Macquet et al., 2015:37) 

Consider socio-
emotional and micro-
political needs of the 
coaching staff 

Contextual 
Awareness, 
Domain 
Expertise 

12 23 It is important to note that the coaching and 
delivery philosophy was often shaped by how 
the coach viewed his or her role, as being about 
winning games or developing players.  As Coach 
12 pointed out, “it depends if you are 
developmental or purely winning-orientated in 
regard to how you go about the delivery.” 
(Groom et al., 2011:23) 
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Consider the balance 
and timing of briefing 
versus debriefing 

Contextual 
Awareness, 
Domain 
Expertise 

5 14 The coach and team struggled to find the right 
balance of preparation vs. evaluation with the 
decision to reduce the time spent on debriefing 
potentially having a negative impact on the 
performance of the team. (Middlemas et al., 
2018:10) 

Observe & identify 
the power dynamics 
within the athlete 
group and how they 
relate to the 
coaching staff 

Contextual 
Awareness, 
Building 
Relationships 

6 16 Coach 3 said: “This player is a leader. Sometimes, 
he makes mistakes in his distribution with 
regard to the quality of the reception… but I 
can’t do without his leadership. I know that in 
money time he’ll be able to excel. And even if 
his statistics aren’t good, I know that he’ll make 
up the difference”. (Gesbert et al., 2016:623) 

Total  40 268  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 

 

This research synthesis urges applied PAs and coaches designing feedback opportunities to 

first complete a contextual assessment of the environment (Table 2.14), considering the various 

factors which will impact the potential learning experience.  There is resounding evidence that 

athletes want to be involved and empowered to be part of the analysis and feedback process 

(Francis and Jones, 2014, Fuchs et al., 2018, Judge et al., 2016, Murray and Hughes, 2001, Nelson et 

al., 2014, O’Donoghue and Longville, 2004, Palao et al., 2016, Reeves and Roberts, 2013, Wright et 

al., 2016), and coaches also feel this is fundamentally important to the delivery of applied PA (Groom 

and Cushion, 2005, Macquet et al., 2015, Middlemas and Harwood, 2018, Middlemas et al., 2018, 

Groom et al., 2011).  We strongly recommend that applied PAs ensure they are familiar with this 

body of evidence and advocate for the active involvement of athletes in planning and delivering 

feedback opportunities (Table 2.15 below).   

 

TABLE 2. 15: PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE PLANNING, PREPARATION, 
AND DELIVERY PHASE OF THE FACILITATION OF FEEDBACK COMPONENT OF APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Collaborate with 
coach / athletes to 
decide on key 
feedback aims, 
messages, content, 
tone, timing and 
mode of delivery 

Building & 
Developing 
Relationships, 
Domain 
Expertise, 
Technical 
Expertise 

21 55 There are a number of very complex issues which 
the coach and analyst might have to consider 
while attempting to devise the most effective 
feedback sessions. (Wright et al., 2014:1019) 

Advocate for design 
promoting discussion, 
athlete reflection, 
empowerment and 
ownership of analysis 

Domain 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

26 62 However, as coaching graduates, participants 
[analysts] felt they could inform pedagogical 
application. Some coaches embraced this, but 
others did not, reaffirming the importance of 
role clarity and power relationships. (McKenna 
et al., 2018:311) 



44 
 

Advocate for a 
constructive balance 
in feedback video 

Domain 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

14 27 Therefore, when working with young players a 
minimum of a balance of a positive example 
followed by every negative example is 
suggested (1:1 ratio). However, if the team or 
individual is particularly struggling for form or 
with confidence negative examples should be 
kept to a minimum. (Groom & Cushion, 
2005:45) 

Ensure athletes are 
consulted and 
informed about how 
the feedback process 
will proceed 

Domain 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

9 18 Additionally, the contribution, or lack of, from the 
player/s themselves will impact the delivery of 
video based performance analysis and how the 
process is negotiated by the coach. (Groom et 
al., 2011:30) 

Assist coaches to 
design scaffolding 
materials to provide 
athlete learning 
opportunities through 
reflection – meetings, 
questions, self 
analysis or peer 
analysis 

Domain 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness 

22 63 In some instances players were set specific tasks 
to analyse aspects of their own performance, 
common examples included pass completion, 
attempts on goal, successful tackles and set 
piece analysis. (Wright et al., 2016:1019) 

Teach coaches how to 
use feedback 
technology 

Building 
Relationships, 
Domain 
Expertise, 
Technical 
Expertise 

3 16  ...there was ongoing frustration around the 
understanding of the analysts’ capabilities, 
“they thought we were (primarily) whiz-kids 
with computers”. This misconception highlights 
the value coaches placed on technological 
support.  (McKenna et al., 2018:311) 

Refine data 
visualisation - 
statistics for athletes 

Domain 
Expertise, 
Technical 
Expertise,  
Contextual 
Awareness 

13 26 Arguably however, the performance analyst has 
access to a vast amount of information via 
various sources that incorporating 100% of the 
information within a feedback session would 
likely cause: 1) information overload, 2) the 
session to last significantly longer and 3) athlete 
confusion/lack of clarity within the “take-home 
messages”. (Nicholls et al., 2018:772) 

Edit feedback clips for 
athletes to ensure an 
appropriate volume 

Domain 
Expertise, 
Technical 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

16 45 The coaches also highlighted that a great deal of 
care needed to be given to the construction of 
the video. (Groom et al., 2011:23) 

Manage timely 
athlete access to 
appropriate playback 
or online feedback 
material 

Domain 
Expertise, 
Contextual 
Awareness, 
Technical 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships 

18 33 “We could video a scrummaging session and 
watch it on a delay before we go into the next 
scrum…I like learning like that because rather 
than watching 12 or 15 clips and watching them 
at the end of a session, you can watch them and 
pick up one or two things immediately” (Player 
3) (Francis & Jones, 2014:193) 

Engage with athletes 
and staff informally 
and on an ad-hoc 
basis 

Building & 
Developing 
Relationships, 
Professional 
Behaviours 

7 12 Athletes were also encouraged to discuss their 
feedback with the analyst. Each analysis was 
basic to start, but player engagement with the 
process saw requests for more detailed 
information “can you get more clips? . . . can 
you break it down into sections? . . . passes, 
tackles? . . . then (sub)sections even further?” 
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(McKenna et al., 2018:312) 

Design protocol to 
capture feedback of 
athlete experience 
and outcomes and 
complete coach-
analyst evaluation 
(formal / informal – 
surveys / meetings) 

Professional 
Behaviours, 
Domain 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

13 20 "Research [done within the soccer Academy by 
practitioners] shows that smaller groups can 
increase learning, with individual sessions here 
providing players with the most focussed 
reflection / education" (Analyst 1) (Reeves & 
Roberts, 2013:204) 

Total  51 393  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 

 

Groom et al., (2011), clearly established learning and behaviour change as key target 

outcomes for the use of video interventions with athletes, however the role of an applied PA was 

not considered.  This research synthesis provides multiple examples of applied PAs’ involvement 

assisting coaches design learning opportunities for athletes (Francis and Jones, 2014, Hughes et al., 

2015, O'Donoghue, 2006, Reeves and Roberts, 2013, Sève et al., 2013).  One study identifies 

frustration felt by novice analysts when coaches viewed them primarily as whiz kids with computers 

and did not recognise their potential to contribute pedagogically as coaching graduates (McKenna et 

al., 2018). Coaching literature increasingly highlights the importance of athlete empowerment and of 

feedback and feed-forward in accelerating learning (Richards et al., 2017, O’Sullivan et al., 2021), 

illustrating the alignment between the two schools of thought. 
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TABLE 2. 16: PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN FACILITATING TEAM MEETINGS 

ASPECT OF THE FACILITATION OF FEEDBACK COMPONENT OF APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Collaborate with 
coach to establish / 
plan their desired 
outcomes, content, 
and tone for the 
meeting. 

Domain 
Expertise, 
Building 
Relationships, 
Professional 
Behaviours, 
Contextual 
Awareness 

16 39 ...John described how he had most respect for 
those coaches who he perceived to have 
invested considerable amounts of time and 
energy into the development of ‘slick’ and well-
organised presentations that included edited 
video clips and had clear links to the objectives 
of training sessions. (Nelson et al., 2014:26) 

Prepare required 
meeting content, 
brief and storyboard 
for coach if necessary 

Domain 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness 

9 14 It is evident from this study that the analyst may 
compile the analysis for the coaching or 
management staff but the majority of them 
(72.9%) do not actually lead the feedback 
session. (Wright et al, 2013:258) 

Design appropriate 
questions around 
content to achieve 
desired outcomes 

Domain 
Expertise, 
Contextual 
Awareness, 
Building 
Relationships 

7 21 Subsequently, the questions Dan asked were 
open, and forward-focused (i.e. ‘‘Ok, men. Let’s 
pause that clip there. If a similar situation 
presents itself this weekend, what choices do 
you have?’’). (Middlemas et al., 2018:5) 

Prepare meeting 
room logistics, 
technology & 
environment in 
advance if possible 

Professional 
Behaviours, 
Technical 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

7 7 They [coaches, including video coach] debriefed 
players in a quiet room at the hotel, with chairs 
oriented towards a screen and a flip chart, like 
a classroom. (Macquet et al., 2015:35) 

Support and ensure 
coach competence 
with video 
technology delivery, 
deliver feedback, or 
facilitate meeting if 
required 

Professional 
Behaviours, 
Building 
Relationships, 
Domain 
Expertise, 
Technical 
Expertise 

8 17 Sessions were generally coach led; however, 
participants demonstrated considerable value 
in a combined and/or analyst-led approach at 
certain instances. (Nicholls et al., 2018:772) 

Track & record 
meeting duration, 
acting as timekeeper 
if agreed 

Professional 
Behaviours, 
Domain 
Expertise 

12 28 At the start, coaches wanted to show everything . 
. . it was so long . . . it was an hour with 17 year 
olds . . . I was getting bored, and it was my 
work.” (McKenna et al., 2018:315) 

Note if the meeting 
met the desired 
outcomes and 
capture any 
additional actions 

Professional 
Behaviours, 
Domain 
Expertise 

2 4 Therefore, field notes were recorded so as 
detailed information of the following aspects 
were maintained and analysed: The use of the 
match statistics by the coach and the analyst 
and the broad aspects of performance that 
were of concern….  (Jenkins et al., 2007:68) 

Total  22 135  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 
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The evidence reveals the different strategies analysts and coaches employ to scaffold 

learning opportunities for athletes where; 

“scaffolding refers to support that is designed to provide the assistance 

necessary to enable learners to accomplish tasks and develop understandings that they 

would not be able to manage on their own” (Hammond and Gibbons, 2005:) 

 

The most frequent example of scaffolding is the team meeting or small group meeting, where open 

questions are carefully planned in advance (Middlemas et al., 2018), where athletes are facilitated to 

debate a particular strategy based on purposeful selection of clips (O'Donoghue, 2006), or sessions 

were player led (Middlemas et al., 2018), and players are encouraged to take notes (Francis and 

Jones, 2014). Team meetings were so prevalent in the literature that a cluster of processes on how 

to conduct one was compiled as this is not prescribed elsewhere (Table 2.16).  One-to-one meetings 

were also seen as a key learning opportunity facilitated by coaches (Middlemas et al., 2018, 

Middlemas and Harwood, 2018, Reeves and Roberts, 2013), and analysts (McKenna et al., 2018, 

Nicholls et al., 2018, Wright et al., 2013).  Other learning opportunities were created via peer 

meetings (O'Donoghue, 2006b, Francis and Jones, 2014, Nelson et al., 2014), self-confrontational 

interviews (Sève et al., 2013), and bespoke practice environments (Woods et al., 2019).  The 

provision of data to athletes to consume in their own time, usually online, is increasingly evident 

(Nicholls et al., 2018, Williams and Manley, 2016), however it is also apparent that; 

 

“…simply having the information available is not necessarily sufficient to facilitate 

effective self-reflection on behalf of the player. Some players clearly need further 

guidance and support in what to look for and why” (Wright et al., 2016:1023).   

 

While the literature tells us that some applied PAs play a supporting role as ‘learner 

designers’, there is little or no exploration of how to acquire the skills and experience to do this 

effectively.  Looking from the other perspective, there is no investigation of how coaches optimise 

their analyst as a resource to help them create ‘coachable moments’ (Cote et al., 2013), or of best 

practice for the many coaches operating as analysts.   
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2.3.4.9 Service Review and Evaluation 

TABLE 2. 17: PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE SERVICE REVIEW AND 

EVALUATION COMPONENT OF APPLIED PA. 

Processes Expertise Papers* Refsⱡ Example Quote 

Capture formal / 
informal feedback on 
PA support from 
athletes, coaches and 
staff 

Professional 
Behaviours, 
Building 
Relationships, 
Contextual 
Awareness 

11 20 Research shows that smaller groups can increase 
learning, with individual sessions here providing 
players with the most focussed reflection / 
education. (Where participant Analyst 1 refers to 
research, they are explicating research 
undertaken within their own Academy and not 
peer-reviewed research.) (Reeves & Roberts, 
2013:204) 

Review athlete 
engagement data and 
performance data in 
line with original 
project aims 

Domain 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours, 
Contextual 
Awareness 

16 29 There was a clear improvement in the number of 
turnovers made as well as the proportion of these 
where England capitalised by scoring goals. The 
FENA Championships were not a laboratory 
experiment and it must be recognised that there 
are many factors responsible for England’s 
improvement between the beginning and the end 
of the tournament. (Gasston, 2004: 10) 

Reflect on your role in 
delivery, strengths 
and weaknesses 

Professional 
Behaviours  

10 24 “standards remain really high, so the quality of the 
work you’re producing is still of the standard 
that’s required that I think that helps maintain 
that relationship along the way” [Analyst 4] 
(Bateman & Jones, 2019:7) 

Based on collated 
evidence, debrief 
original service plan 
with relevant staff, 
evaluating if aims 
were met.  

Professional 
Behaviours, 
Building 
Relationships, 
Contextual 
Awareness 

5 11 Standardised questionnaires assessed the athletes’ 
perceived experience during rowing with acoustic 
feedback and included also an evaluation by the 
coach of its benefits for technique training in elite 
standard Para-Rowing. (Schaffert & Mattes, 2015: 
413) 

Collate evaluation 
findings into a report 
for the organisation 

Domain 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships, 
Contextual 
Awareness 

6 8 "So I already had that relationship with the chairman 
once he’d signed off on it and then made sure — 
just as due diligence really —- to give him regular 
updates on how it was going and the differences 
that we were making. " (Huggan et al., 2015: 516) 

Consider if, and / or  
how, lessons from the 
work could be 
disseminated 

Domain 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships, 
Contextual 
Awareness 

17 28 ...it is often the small steps taken when refining the 
application and metrics derived from a new 
technology... that provide the greatest benefit. 
These advances come about through good 
research and development, often in formal 
settings... but also, importantly, in informal 
settings (such as the everyday research which 
occurs in professional clubs and sports institutes 
that often remains unpublished). (Buttfield & 
Polglaze, 2016:11) 

Total  44 120  

*Papers refers to the number of papers in the study which referred to this process - ⱡ Refs refers to the 

number of individual references to this process. 
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A perennial dilemma for applied PAs is considering how to capture the stakeholder’s 

experience of feedback and evaluate if they actually learned anything from the opportunities 

provided in the short, medium and long term (Jenkins et al., 2007).  This is a hugely important area 

for future investigation. One case study noted very positive outcomes from the applied PA 

intervention programme, however the evidence seems to have been anecdotal; 

“…the process alone made the players more analytical and focused in their approach to 

matches and tournaments, which, arguably, is a singular positive effect in itself. The 

process itself is one of analysis and, more importantly, of self-analysis and change” 

(Murray and Hughes, 2001:193). 

 

Strategic evaluation of applied PA service delivery was not a strong feature of the body of literature, 

which can be viewed as a weakness in applied PAs’ claim to professionalism. Robertson (2020a:5), 

concurs that evaluation is “often overlooked” and suggests a user feedback framework which can be 

adapted to elicit feedback and facilitate an effective evaluation process.  Returning to the written 

aims from a SLA or plan would afford the opportunity to reflect, evaluate and consider the lessons to 

be learned from any programme (Table 2.17).  

 

The key questions in setting out to understand applied practice in PA centred around 

whether it would be possible to identify discrete components of practice and specific expertise 

associated with the delivery of this service. It seems that despite the diversity of the roles described 

in the body of literature, nine components are common across this spectrum. These components of 

practice are intertwined and often iterative, but it is possible to identify discrete processes within 

each component in a way which begins to illuminate the actions required by practitioners to 

perform each component. Some of these steps and processes were previously clearly established, 

for example in reliability checking (James et al., 2007). However, many were not, such as the 

processes involved in conducting a needs analysis or running a feedback meeting. The subtle 

difference between the ‘analysis’ component and the idea of a second analysis phase by ‘reporting 

to stakeholders’ and co-creating knowledge had not previously been identified. Representing all of 

the elements of applied PA practice in a single diagram was an attempt to understand and frame 

practice in a holistic way, where the functional success of practice is linked to the expertise of the 

practitioner. It was very clear that certain behaviours and characteristics were critical to the 

acceptance, integration, and success of practitioners. As this area has not previously been 

investigated in great depth, these findings provide strong evidence for the need for further research 

into the impact of practitioner behaviours and characteristics on applied PA practice. 
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2.4. Conclusion 

As a novel contribution, this study interprets the body of literature in applied PA to 

synthesise and validate a framework for professional practice which identifies both the components 

of practice and the expertise that underpins it. It is important to acknowledge several limitations 

with this research, as, by their nature, academic publications lag-behind practice. Thus, in reality PA 

practice has evolved beyond the body of literature reviewed. Few systematic reviews can claim to be 

exhaustive (Brunton, 2012), and the exclusion of non-English studies may influence the overall 

findings, potentially omitting culturally significant aspects of applied PA practice. The substantial 

weight of UK publications in the sample may mean this framework is most reflective of applied PA 

practice in the UK, and further research is required to test its global application. This chapter does 

not deal with the philosophical arguments about where PA sits in relation to Biomechanics, Motor 

Control and other elements of sports science, but accepts that the role is real and varies according to 

the context of the sport and organisation.  It is asserted that the framework and processes are 

flexible enough to cover this range. The study has examined the minutia of the applied PA role with 

a level of granularity that lends itself to use by educators, novice and experienced analysts and 

strategic managers in sporting organisations to consider their practice. This research synthesis brings 

the practitioner as a person to the fore, explicitly identifying the processes they drive and the 

judgements they make, a significant departure from conceptualisations of applied PA in literature, 

where the practitioner was largely invisible. The findings establish the critical importance of 

interpersonal skills; contextual intelligence, building relationships and sound professional behaviours 

to successful practice in a complex sociocultural environment.   While the voice of PAs is heard in 

many of the papers reviewed, an assessment of the validity of the content as it represents current 

practice in applied PA is merited. 
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Chapter 3:  A focus group study with elite applied 
performance analysts: Validating a 
framework for professional practice 

 

3.1 Introduction 

The proposed framework for applied PA practice outlined in Chapter 2 can be viewed as a 

starting point in achieving a clearer understanding of the nature of applied PA practice.  Its strength 

is the solid methodological grounding via a systematic review and research synthesis of nearly 

twenty years of literature in applied PA. However, the inherent limitations of the body of literature 

and the process demonstrate its potential weakness and the necessity to further validate the 

framework as truly representative of applied PA practice.   The aim of this study is therefore to 

investigate if the proposed framework for professional practice is representative of applied PA 

practice, particularly in elite sport. 

 

As previously highlighted, academic publications by their nature lag behind practice. Indeed, 

given the research - practice divide, some aspects of practice may never show up in literature 

(Bishop, 2008).  This is a potentially significant limitation when considering applied PA, given the 

rapid evolution of the technology and systems which support practice (Browne et al., 2021). It is 

generally the case that the most novel and innovative technology and practice are pioneered in elite 

sport environments due to the resources available (Buttfield and Polglaze, 2016, Lyons, 2005). Thus, 

in order to ensure the final framework represents cutting edge practice, it must be validated with 

applied PA practitioners working in elite sport.  One could argue that by the time this thesis is 

complete, the discipline will have evolved again, and this may be the case.  Despite this, the merits 

of capturing an accurate picture of the nature of applied practice and practitioners at this point in 

time make it a worthwhile endeavour.  Achieving an understanding of the current components of 

applied PA practice and the expertise required by practitioners has the potential to influence the 

development of the profession by informing discourse among practitioners, regulators, educators 

and associated stakeholders such as coaches. 

 

The myriad of calls for more published research on applied PA practice (Mackenzie and 

Cushion, 2013a, Carling et al., 2014a, Nicholls et al., 2019), underscores a significant disconnection 

between research and practice in the discipline.  This lack of research investigating applied PA 
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practice, particularly considering the interpersonal interactions involved is beginning to be 

addressed (Huggan et al., 2015, McKenna et al., 2018, Bateman and Jones, 2019), however it 

represents another limitation of the body of literature where the voice of the applied PA is not often 

heard.  To address this deficit, a key objective of the current study was to capture the experiences 

and perspectives of applied PAs regarding the components of applied practice and the expertise 

which underpins it. An additional objective was to understand the potential applications of a 

framework for professional practice from the perspective of elite applied PA practitioners. 

 

3.2 Methods 
 

 3.2.1 Methodological approach 

While validating the proposed framework was the overarching aim of this study, our 

objectives were also to capture experiences and perspectives of applied expert practitioners and 

academics in the field regarding the elements of the framework and explore its potential 

applications. The draft framework consisted of a graphic and 13 supporting tables of information, 

thus asking time poor practitioners to read through this material and assess its validity was a 

considerable challenge.  As the aim was to recruit the highest calibre participants, it was critical to 

design a methodological approach which was attractive, efficient and as engaging as possible for 

participants.   

 

A dual approach to data collection was adopted, centring around a series of six online focus 

groups (Wilkinson, 1999). Rather than examine the minutia of the whole framework in the limited 

time available to meet, an online survey (Appendix 3.1), was sent to participants in advance to 

identify whether or not each of the proposed processes were reflective of each person’s applied 

practice. The participants were asked to indicate whether they undertook each of the processes (i.e. 

118 processes) “Often”, “Sometimes”, “Rarely” or “Never”. The survey responses were used to guide 

focus group discussion and later fed into the overall quantitative and qualitative validation of the 

framework. Focus groups, often used in applied fields (Kamberelis and Dimitriadis, 2005), were 

adopted as a data collection vehicle to optimise not just the number of participant experiences and 

perspectives, but also to capture the high-level interactions and ideas sparked between group 

members (Purdy, 2014).  While acknowledging the potential limitations associated with focus group 

methods such as the potential for member to censor their thoughts (Cyr, 2016), it was felt that the 
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social interaction and opportunity to connect with fellow experts would appear more attractive for 

study recruitment than a series of individual interviews.  Focus groups are known to have high face 

validity, providing a more flexible and relaxed atmosphere than one to one interviews and are 

therefore suited to this type of discussion (Riemenschneider and Armstrong, 2021). 

 

The capacity of the researcher (DM) to facilitate the necessary level of discussion, based on 

her industry and academic experience, was also a factor in the decision to run focus groups as the 

skill set of the facilitator in building rapport and ensuring continuity of discussion is critical to the 

success of the interaction (Nyumba et al., 2017). To ensure participant comfort and more natural 

social interaction (Riemenschneider and Armstrong, 2021), groups were themed where experienced 

practitioners, early career applied PAs and academics were grouped together (Table 3.1). As almost 

a quarter of the research on which the framework was based originated in a soccer context, a 

specific soccer focus group was also convened. Elite Gaelic Games, unique to Ireland, was also 

represented as it is an important focus of this thesis.  Based on feedback from the first five focus 

groups, the framework tables were modified and a new diagram was designed. In the final focus 

group, the amended framework was presented to early career analysts working in elite sport for 

validation. This process was designed and conducted in collaboration with the research team 

outlined in Chapter 2. 

 

TABLE 3. 1: DETAILS OF FOCUS GROUP STRUCTURE AND PARTICIPANTS 

Group Theme Typical Role Descriptions Ave. Years’ 
Experience 

Total No. 
Participants 

Duration 
(hr:mins) 

Participant 
IDs 

Pilot Test Group PA Course Director / Head of PA at 
Professional Club or National 
Federations or PA Company or 
Institute of Sport  

20 4 1:33 N/A 

1 Elite Gaelic 
Games 
applied PAs 

Head of PA at Elite Gaelic Games 
Teams 

9 6 1:06 P1-6 

2 Elite multi-
sport 
applied PAs 

Head of PA at National Institutes of 
Sport or Professional Clubs 

16 4 1:54 P7-10 

3 Elite Soccer  Head of PA / Director at 
Professional Clubs or National 
Federations or PA Company 

18 5ⱡ 1:38 P11-15 
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4 Academics I PA Course Director / Senior 
Lecturer / Researcher 

20 3 + 1* 1:20 P16-19 

5 Academics II PA Course Director / Senior 
Lecturer / Head of PA at 
Professional Club or National 
Federations 

11 3 1:15 P20-22 

6 Early Career 
Analysts 

Applied PAs at Professional Clubs 
or National Federations or Institute 
of Sport or Elite Gaelic Games 
Teams  

2 4 + 1* 1:20 P23-27 

*One participant withdrew at the last minute due to unforeseen circumstances having completed the survey and they 
offered to be interviewed individually. These interviews lasted 56 minutes and 1 hour 5 minutes respectively. 
ⱡOne participant had to leave early and offered to do an individual follow up interview which lasted 34 minutes. 

 

3.2.2 Ethical approval 

Ethical Approval was granted by the University College Dublin Ethics Committee (LS-20-74-

Martin-McGrath: 15 December 2020). A key concern was that participants may reveal sensitive 

information about their organisations, coaches, other professionals, or athletes in the course of the 

survey or focus group discussion. This potential risk was brought to participants attention in the 

Information Leaflet.  In addition, as part of the focus group introduction, participants were reminded 

of the risk of revealing unintended information and asked to be mindful of this in the course of the 

discussion and the facilitator was vigilant in anticipating if the conversation was moving towards a 

sensitive disclosure, reminding the participant that they may not need to share all the details of the 

story. 

 

3.2.3 Participant sample 

A maximum of five participants per group was targeted, with an aim to over-recruit by 1 per 

group (Nyumba et al., 2017), and the final numbers in each group varied (Table 1). Given the online 

environment, the number of participants in the focus groups was small to mitigate any potential 

technical issues and to enable better management of people speaking at the same time. The social 

media professional networking site LinkedIn was used to recruit participants, some of whom were 

already professional connections of the lead author (DM). The availability of DM’s profile allowed 

potential participants to evaluate her credibility and experience as part of their decision to take part 

(Tong et al., 2007).  The duration (maximum 2 years’ experience for Early career analysts, minimum 

5 years’ experience in elite sport as lead applied PA for all others) and nature of participants 

experience was a key consideration for inclusion as we aimed to recruit a diverse range of 
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experiences in different sports and environments. Several of academic participants were still 

practicing elite applied PAs, and all were involved in the development of applied PA through 

research or taught programmes for aspiring practitioners. Participants were currently working in a 

variety of countries/continents: Africa (1), Europe (1), Ireland & UK (22), North America (1), Oceania 

(2), but were predominantly British or Irish (22) due to constraints with logistics and contacts.  A 

quarter of the sample were female participants (7/27), reflective of the male dominant nature of the 

role.  

 

3.2.4 Data collection  

After returning a signed consent form, each participant was emailed a link to a ten-minute 

video presentation that provided an overview of the study aims, methods and main findings, 

accompanied by an explanation of the survey instructions, information about how the focus group 

discussion would be structured, and a link to the survey. The password protected Google Forms 

survey comprised descriptive information questions (age bracket, gender, years of experience in 

Applied PA, their role), a checklist of how frequently they engage with the processes and 

components of practice, and an opportunity to leave comments about each component of practice. 

Two out of 27 participants did not complete the survey. Exploring a selection of participant 

comments formed the initial segment of the focus group discussion, providing a comfortable 

introduction and recap. As a guide to completing the frequency of engagement with tasks, the 

following definitions were used: often = once a week or more; sometimes = once a month; rarely = 

less than once a month. 

 

Focus groups took place online using Zoom® video conferencing software using the 

necessary privacy protections. A pilot focus group was conducted to test the procedure and semi-

structured question schedule. This pilot process identified some issues with terminology which were 

changed, and also served to highlight the importance of time management during the conversations 

in order to sufficiently address the three topics. Focus groups proceeded with an exploration of 

three topics. First, participants were asked to elaborate on comments they made in the survey on 

specific components of professional practice and expertise. Second, the concept and construction of 

such a framework for professional practice and how that relates to participant experience was 

explored. The third stage was a discussion of what participants might do with the proposed 

framework. The exact questions posed to each focus group varied slightly as the study progressed 

and were improvised by the discussions that unfolded organically in each group, according to the 
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semi-structured format (Appendix 3.2). DM facilitated each focus group with one colleague or 

undergraduate student present to take additional notes. The sessions were audio recorded and 

transcribed verbatim. Transcripts and survey comments were de-identified, and participants 

allocated identification numbers. 

3.2.4 Data analysis 

As the primary aim for this study was to validate the framework, a ‘codebook’ type approach 

to thematic analysis of the qualitative focus group data was adopted. After data familiarisation, a 

coding template was created which largely mirrored the original framework, and the whole dataset 

was coded deductively to capture the thoughts and perspectives of participants on each element of 

the framework (Braun and Clarke, 2021), using NVivo (Version 12 Plus, QSR International Ltd). After 

generating these initial codes, which aligned to the second phase Braun and Clarke’s (2006), six 

phase thematic analysis process, the next phase was to broaden the focus and identify themes. 

Preliminary themes generated from these data in phase three were reviewed and refined between 

the two researchers (DM and DMcG) in several phase four meetings. The quantitative frequency 

counts for each component of practice from survey data were also considered in these discussions. 

This triangulated approach facilitated a robust evaluation of whether each element of the 

framework could be considered valid. When agreement was reached on credible themes, the three 

themes reflecting participant sentiment as it related to the proposed framework were defined and 

are reported in this chapter. Data were also analysed inductively using a reflexive thematic analysis 

approach which will be outlined in detail in Section 2. 

 

 Participant comments from survey responses and focus group conversations are presented 

as quotations to support the credibility of the interpretations and the explanations put forward 

(Nyumba et al., 2017), and are referenced by participant number In most cases, quotations were 

inserted verbatim, however, in some instances words or phrases such as ‘like’, ‘so’, ‘kind of’, and 

‘you know’ were removed where that did not impact the meaning of the comment. Some quotations 

were edited to disguise participant identity, to make more sense grammatically, or to condense the 

length of the illustrative quote (Eldh et al., 2020).  These instances are identifiable by the use of an 

ellipsis symbol. 
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3.3 Results and discussion 

Three themes were generated relating to the framework as presented to participants: 1) 

there was strong support that it was valid; 2) suggestions on how to refine it, and 3) suggestions as 

to how the framework could be used. These themes are reported and discussed here with 

supporting quotes. 

 

3.3.1 Strong support for the framework as a valid reflection of applied practice 
 

3.3.1.1 The nine components of practice are an accurate and valid reflection of the reality of 

applied PA practice 

 Investigating if the framework was a valid reflection of professional practice across a 

spectrum of elite practitioners in various sports and roles was a critical aim of the research.  There 

was consensus across the focus groups and survey responses that the nine components of practice 

were an accurate and valid reflection of the reality of applied PA practice, as illustrated in the 

following quotes: 

 

“…my work, my last 20 years are all in this diagram.” 

“It captures… the scale and the skills without overdoing things” 

“I suppose that you know that we've all had very similar experiences, despite being 

operating in different organizations and in very different environments, which I suppose 

there's a there's a real value in that and you've captured a lot of that on one page, 

which is great.”   P7 

 

“I remember reading through them and not thinking there's anything really missing, and 

I'm certainly not one to shy away from criticism. So I think…  that it's good.”  P16 

 

“It's just really hard to try to capture it... in one thing, which is... it's a really good 

attempt, and like, it's got all the main headings in there.”  P13 

 

“I think you've captured it really well.  I think they've been put together nicely, and those 

who truly understand that those who work in it or research within it, therefore 

understand PA as being a profession, whereas there is still that misconception externally 

that all a PA does is film something and code it up.”  P22 

 

“So... from different angles, I think you cover a lot of important elements.” 
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“I think the content... the talking points are all there.” P12 

 

“The framework model has a unique and intriguing look which I think represents the role 

and practice of PA correctly.”  P24 

 

Some participants were sceptical about an overarching framework approach: 

“I'm just sitting here thinking: 'is this even logical?', 'is this sensible?', 'is this the right 

way to approach it?', to think: we're just thinking about a whole encompassing, one size 

fits all framework.  

Actually, maybe it needs to be split down according to what the roles are. And now the 

roles are clearly diverging into people that are doing data collection, people that are 

doing the data analysis, the feedback delivery, you know, those are the roles...”  

 

“Who the hell is gonna develop expertise in all of this? I mean... I'm just looking at it 

thinking: Is this realistic? Do you expect an analyst to become an expert in all of these 

areas?” P19 

 

Others felt it was flexible enough for practitioners to select and follow the processes which related 

to their role: 

 

“I think... overall... I mean, everything's... everything's there. I mean... it's... it's horses 

for courses and...  it depends on the level of club you're working in, the means you have, 

the quality of the staff, experience and stuff. So, you know, some of these, you'll just... 

might touch upon and do well, do badly. But I think yeah, I think overall, they cover the 

process.” P15 

 

“That also feeds into what I said earlier around being bigger, rather than too, focused or 

too narrow, because I think that can also be a mistake, where people can be dismissive 

too easily. Whereas, I think what you've got there now is really, I think inclusive is the 

right word, it's inclusive, I don't think many performance analysts would say, I don't do 

any of those things. Or I don't do all those things.” P16 

 

“I've been lucky enough to work in a whole host of team / individual and pro / funded 

sports environments so can see where the majority of the things you have outlined fall 

into place.” P21 

 

“But yeah, everything's kind of there that that I think is… usable and feasible and that's 

the kind of limitation in some ways of a framework. You don't want to make it too rigid 

and prescriptive, then it just becomes completely unusable. So there needs to be that 

that room and flexibility.”  P20 
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“So this is, this is a much bigger, broader piece [than previous models], which is really 

useful. I can put it this way, I can’t think what else I want to put in the model. And I don't 

see anything there that I think that's just in there, for... that's just a gratuitous use.” P7  

 

“It's a really tricky one. Because I think sometimes, we try and solve it for all sports. 

But… I really liked what you did in terms of having more rather than less. And I think if 

there's things on that list that don't fit everyone, I don't think that's a problem. And I 

think if there's things that are outside of that even, that's still not a problem, but I think 

you'd want to try and capture as many of them as you can.” P16 

 

There was some debate among the academics regarding the feasibility of a single framework 

to represent all the elements of practice, however, the consensus was that the key processes and 

components of practice had been identified and were valid and further evidence for each 

component is presented in Table 3.2. As was acknowledged when the framework was 

conceptualised, it is not expected that each applied PA would complete each process, and we 

understood that the range of activities potentially incorporated within processes was vast. The 

majority of participants endorsed this premise, similar to the principle used when distinguishing 

between applicants in any accreditation process. While all practitioners cover the board components 

of practice, the levels of sophistication of their processes will match the prescribed level of practice 

from novice to expert (Hughes, 2019).  The question of how applied PA interfaces with data analytics 

came up in conversation in several focus groups and this is examined in depth in Chapter 6. 
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TABLE 3. 2: FOCUS GROUP SUPPORT FOR THE NINE COMPONENTS OF APPLIED PA PRACTICE IDENTIFIED BY THE 

FRAMEWORK 

Component of 
Practice  

Supporting Quotes 

Establishing 
Relationships & 
Defining a Role 

“Clear definitions of roles are a key aspect that saves time and potential problems 
down the line, especially in the heat of battle.”  P5 

“I think the relationships piece is pivotal to everything we do, because I think all too 
often, there's scenarios whereas analysts are seen as almost an outsider and a person 
who's not truly part of the team in some cultures and contexts, whereas for me, I'm 
always really keen to develop a really strong working relationship with coaches with, 
obviously the athletes themselves, but also the other members of the Sport Science 
Team.” P22 

Needs Analysis & 
Service Planning 

“So if we've created this really fancy template, or fancy kind of system that produces a 
really nice output, but doesn't then link back to what the coaches want, what the 
players want, what the analyst wants, what's going to actually make that difference to 
that squad, obviously, some of the stuff that we've spoken about already, that having 
that alignment, for me is really key.” P20 

“Needs Analysis is central to new work projects, and to timely refreshes of existing 
provision.” P7 

System Design “I think it is very important to work with your coaches to develop the strategies and 
prototypes that work best. Earlier in my career I did not do this, and it led to conflict 
which I have learned from.” P1 

“When developing my processes, most of my discussions were with coaches and they 
focused on understanding how they wanted the team and individuals to perform. There 
was less time and engagement in reviewing the steps between planning and final 
delivery due to schedules and interest. There was usually a lot of interest in reviewing 
the final content for key reports or any content to be delivered directly by them to the 
group. I was lucky in my role to work with a data scientist who was more competent in 
managing our growing use of data, I had general discussions around how to develop 
our data management and meeting the needs analysis content.”  P7 

Data Collection & 
Reliability 

“All fundamental tasks to any analysts daily/weekly workflow.” P13 

“Whenever devising a multi-user data collection system, we would also have Quality 
Control roles within the team and some form of automated data 'checker'.”  P14 

“Context remains the most important: everything has to be designed and delivered in 
situ of the working environment. That changes at a moment’s notice, often in game 
and I have to adapt to that.” P22 

“Aspects associated to this cluster for me our only more recently coming to light as we 
collect more specific data and harvesting it from multiple sources through AI or 
secondary data companies.” P20 

Data Management “All key elements to the efficiency of the role. Developing workflow that intertwine with 
each other that are the most effective and time efficient I believe to be a crucial part of 
the role. Know your tools and how to maximise them.” P8 

“All these are part of a global data strategy where the PA plays in part” P15 

“All of these processes are very important, and we do them as a team however I do not 
deliver them technically. Other processes would include parsing of data into an 
appropriate format, use of API's for efficiency, cloud storage and integration of data 
and video.”  P14 

Analysis “I think exploratory data analysis, plotting two things on an x and y axis is analysis. It's 



61 
 

not sophisticated and detailed analysis, but still analysis.”  P16 

“In my workflow all of the above are considered, but I may not execute personally.”  P7 

“Performance data are [sometimes] limited so this will affect the ability to complex 
statistical tests, but the ability to visualise this in a meaningful manner that explains the 
story behind the data is of paramount importance.”  P20 

Reporting to Key 
Stakeholders 

“I sit on the PA front, I guess, data scientist is more like getting hold of that data, 
pulling it into places doing quite / very mathematically type things. We use it and then 
more of an analyst would be then using that information to translate it to the coach 
almost being like the right hand of the coach type thing.”  P21 

“…probably the most advanced kind of data and statistics that we would kind of do, 
…where we would use the mathematicians, …that data would not be delivered to the 
coach, and it would not be delivered to the player. It would be delivered to people on 
the executive side of the club: sporting director, chairman.”  P17 

Facilitation of 
Feedback 

“I think it’s very important to know your audience and adapt the way you present 
depending on the previous result, how long the training session has lasted and the 
fatigue of the athletes.”  P1 

“Some coaches I have worked with have a curiosity about evolving their strategies for 
delivering feedback. Others are very closed minded and don't entertain the idea that 
people (players) all learn differently.   …A method of assessing coaches feedback 
delivery I have used is filming presentations and use online tools to check learning 
within playing squad” P8 

“The softer skills of an analyst’s role are incredibly important, and whilst they often isn't 
a perfect time, you can quite easily find the wrong time for players or coaches to be in 
the right moment to be receptive, but ultimately the call on this comes from the 
coaching team.”  P13 

“Note if the meeting met the desired outcomes and capture any additional actions - An 
essential part in our role to ensure if a key message has been missed then after this can 
be covered individually or as part of a smaller group.” P11 

Service Review & 
Evaluation 

“I think this is a really good sub-section. I imagine a lot of people don't do too much 
self-reflection on a consistent basis regarding what and how they deliver. Not because 
they don't think about it but just stuck on time. Point being, it could be a really good 
reminder that this stuff is key to ensure progression / development in your own 
practice.” P21 

“Within [an Olympic] sport …there'd be an expectation …where [analysts] do the plan, 
do, review.  So they've just been to a competition, …and then the analyst team will 
review how that's gone from a technical point of view: delivery …what insights we've 
got from it, it could be from a coaching and analysts, you know, whole team, or even 
athletes in there, there's probably lots of different sessions that we're not involved in - 
how big that those depends on …the purpose of the of the review” P10 

 

 

3.3.2 Five areas of expertise were thought to be a valid reflection of the 
expertise required for applied PA practice 

Participants also endorsed the five areas of expertise identified in the framework: 

“…those five bottom pieces, like they're the foundational skills that you need really, like, 

you can't just go and do analysis, like, you need to be aware of what the role actually is, 

and kind of where your place is on a team, as well as building relationships, your context 

of the sport and stuff.”  P24 
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“…it's like the soft skills in the behaviours, building a... like awareness and relationships, 

which I think you can obviously develop over time, but... you've kind of got it or you 

haven't to a certain extent. And those really do underpin, like all the other bits that... like 

you've got in the lighthouse. So like, I think those five are so important.” P25 

 

“I think the rapport, the rapport side, and the... knowing the context, and the culture, 

and the environment of the organization, that normally dictates success... as opposed to 

the domain of technical expertise. You would think it's the other way around, but it's 

not!” P19 

 

“I don't think I would necessarily suggest any more changes to it. I think it's 

encapsulated really well.”  P22 

 

“…having an in-depth and detailed understanding of the sport or at least a strong desire 

to learn the intricacies is essential for effective working and actually enable you to 

unlock some additional gains.” P20 

 

“…if you don't have the building relationships piece and the contextual awareness piece 

in like, sure you're screwed, you can't deliver anything. But I suppose from my point [of 

view] I was expecting something like that to come up if that makes sense.”  P5 

 

[Contextual Awareness] “…So it's all the self-awareness, awareness of others. 

behaviour? Micro-political stuff, the empathy, all of that? Yeah.”  P10 

 

“You know, the quality of the filming is really important. But it's the personal skills are 

probably… …much more important, and 'can you trust them?', 'are they reliable?', 'do 

they turn up on time?. Those are the kind of things that you really need in a club.” P17 

 

However, it was noted that this expertise were important for any role and are possibly too generic: 

 

“Interestingly though, do you not think... if you looked at these, then these five pillars 

probably fit with any job? You got to be reading the room, you need to get on with 

people, you got to know a bit what you're talking about, there'll be some technical 

aspects, and you can't be a dick.” P18 

 

One participant teased this out in more detail, highlighting the need for clarity in defining what was 

meant by Contextual Awareness: 

 

“I don't think you want to go too much with the soft because again you could argue that 

any of those things are going to be important to anyone in sport and you know at the 
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end of the day you do want these things to be specific to performance analysis as much 

as you can and you know that's not to say that they're not important of course they are.   

I felt like there were kind of three softer ones, softer skills versus two kind of harder, as 

in the third and the fourth one being more hard [PA and Technical Expertise]. 

I think I always feel like it's a very hard skill, but PA, but in reality, it's not.  Like it is all 

the stuff…  

[Building Relationships] it has to be there no doubt, and professional behaviours, you 

know, is becoming more and more important. So I think that that definitely has to be 

there as well. And yeah, like I say, you those if you don't have those things, you can't. 

You won't succeed certainly, not long term in the third and fourth, spot on.  

I guess the first one [Contextual Awareness] is the one that's most kind of… [unclear].  I 

feel like you know that it's one that could have a hard definition.”  P16 

 

 Contextual awareness was the area of expertise which was most carefully considered when 

conceptualising the framework. In much of the professional practice literature, effective decision 

making in context is assumed as a key professional behaviour, integral to competence  (Goldblatt 

(Goldblatt et al., 2013, Rodolfa et al., 2005, Lindberg and Rantatalo, 2015).  This assumption has 

become more explicit as the debate has moved from competence to ‘adaptive skill’ (Ward et al., 

2018).  This ‘adaptive skill’ concept emphasises the need to develop thinking practitioners, 

particularly in sport as there are often no ‘right’ answers, just the ‘best’ answer in a given context 

(Cruickshank et al., 2020).  Contextual Awareness, or recognition of context, is therefore 

fundamental to execution of all other layers of expertise and decisions a practitioner will make.  In 

the applied PA environment, it is widely acknowledged that analysts should design their practice 

based on quantifiable parameters such as requested variables, competition requirements, 

timeframes, availability of resources, athlete age profile and availability (Martin et al., 2021). 

However, Martin et al., (2021), also pointed to the fact that adapting to more nuanced, non-

quantifiable contextual issues such as; the ‘PA age’ of stakeholders, the power dynamics and culture 

of the environment and preceding results, was equally, if not more important to practitioner 

success.  Cognisance of the complex environment in which decision-makers operate was also 

identified by Schelling and Robertson (2020), as critical to the implementation and acceptance of 

Decision Support Systems to sporting organisations. 

 

 Our proposition in separating Contextual Awareness from Professional Behaviours was to 

challenge practitioners to think more about this critical aspect of practice. It was hoped that this may 

also prompt educators and mentors to focus on the cognitive development of practitioners by 

providing opportunities for scenario-based learning where trainees can “talk through their thinking” 

(Cruickshank et al., 2020:249). An example of this could be to explore with students the questions 
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raised by one of the incidents described by Huggan et al., (2015), where the applied PA is humiliated 

by a coach at the front of a bus: what is the analyst feeling? Why has the coach acted in this way? 

How would you respond in that situation? Ward and colleagues (2018), suggest that access to 

‘tough-case repositories’ can accelerate adaptive learning when it is well facilitated to unpick the 

contextual nuances and decision-making processes. This may be a helpful vehicle to train 

practitioners to understand the mental-model of the decision-maker and the constraints in which 

they operate (Schelling and Robertson, 2020).  Indeed, Huggan and colleagues (2015:517), called on 

educators “to devote some curriculum time to helping performance analysts understand and manage 

the micropolitical aspects of their work.”  The availability of more case-studies of applied practice 

illustrating practitioner decision making, particularly in complex and challenging scenarios, would be 

very helpful as learning resources for developing practitioners.  At this point in the development of 

the profession and our understanding of practice, it was felt that explicitly asserting the profound 

importance of developing the expertise and awareness to recognise context by making this a 

standalone expertise was very important.  Given the breadth of expertise which Professional 

Behaviours encompasses, from data protection and service level agreements to self-knowledge and 

reflection, there was a danger in adding Contextual Awareness to the long list that it would not 

receive the prominence it warranted based on the original review of literature.    

 

3.1.3 The framework may be more applicable in some countries than others 

 

While participants agreed the framework was valid for their practice, there was some 

discussion around the global application of the framework. Consensus was that the framework was 

most applicable where coaches and organisations understood sports science and the role of an 

applied PA as more than a cameraperson and information provider: 

“…to that specific point on cultural differences. I've …have never ever dared, or asked, 

been asked, to actually, you know, have... have an impact on tactics, strategy... using 

the data, you know, a data driven approach. Doesn't... just doesn't work like that …here, 

because a coach is a coach, and you're the analyst, and you provide the information. 

And that's where... it stops.”  

 

 

“I think the problem... specifically …comes, and again that's improving, from the Sport 

Science degrees in the first place. In that when you do Sport Science …it's to become a PE 

teacher...” P15 

 

“We're so spoiled by being analysts in the UK, like spoiled rotten, because this is where 
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the concentration of all the research and all the top analysts have been for the last 20 

years... 

...And the acceptance... the acceptance over here is lightyears ahead of the majority of 

other countries because of that concentration.”   

“I would say it's probably organization wide, up to the CEO and their expectations of 

what data and analysts and performance analysis can do for that organization.”  P14 

 

“I think we're trying to develop the culture because as I said earlier, the analyst is pretty 

much a cameraman. That's the attitude they have. So, it's someone that films stuff, 

occasionally gives the video to someone else... just kind of disappears.”  P13 

 

The body of literature upon which the framework was based had a considerable UK bias 

(Martin et al., 2021), and the validation study participants were predominantly British or Irish due to 

constraints with logistics and contacts. Those who discussed the global application of the framework 

seemed to believe that sports science and specifically PA education at degree level were key to a 

general understanding how applied PA fits into a high-performance support programme.  Analysis of 

the focus groups discussions revealed that understanding of applied PA practice was based on four 

characteristics; the practitioner is embedded in the performers’ organisation; the provide bespoke 

data based on the needs of stakeholders; the translate knowledge through direct communication 

with stakeholders in a way that promotes learning and understanding, and they aspire to impact 

decision making (discussed in detail in chapter 4).  Participants named the UK, Ireland, Australia, 

New Zealand, Spain, Austria and Germany as places where the framework is very applicable based 

on their understanding of the discipline.  Clearly this list is not exhaustive and reflects the 

composition and life experience of the groups.  It is perhaps no coincidence that most of the 

literature relating to the role or experience of an applied PA (72/90 papers) came from these 

countries, with South Africa (4) and Portugal (3) the other notable contributors (Martin et al., 2021).  

 

Participants with experience of applied PA in African countries identified various limitations 

for applied PAs.  One with experience in a northern African country cited cultural issues, suggesting 

the organisations were “20-30 years” behind England in terms of the sophistication of the coaching 

team and acceptance of sports science input.  This analyst also highlighted resources as a key issue 

with a lack of trained applied PAs available and limited funding for training and investment in 

multiple analysts so ‘work-arounds’ needed to be found.  The resource problem was corroborated by 

an academic who supervised students from a southern African country: 

 

“And more the economical differences. So like actually, have they got access to a 



66 
 

computer, and half the… [elite] rugby players who one of the students was working with, 

didn't have access to a computer.”  P20 

 

The resource issues and the ‘digital divide’ in particular, reinforce findings by Ferrari (2017), 

on the challenges faced by sporting organisations in African nations trying to maximise the potential 

of PA support. In contrast America is one of the most affluent countries in the world and has a rich 

heritage in sports data (Lewis, 2003). One participant with extensive consultancy experience in the 

American sports system felt the focus was either on analytics and “trying to build a model to value 

what a player does in team sport on the field” or on basic video work. They felt there was a 

considerable gap and opportunity in the USA for applied PAs who are embedded in coaching teams 

and adding value by evaluating decision making by coaches and athletes.  Several participants linked 

the lack of understanding of the role of an applied PA in the USA to the fact that PA is not taught in 

universities: 

 

“In America... they're open to everything… [but] they don't really have an education of 

analysis. It's a lot of coaches. And even when you're recruiting within the country, there's 

not a lot of... performance analysts that have come from... or had a real accreditation, 

or had anything at their colleges...” P11 

 

“I agree it's transferable. Personally, I don't think it's, like, take America, for example. 

They are like they use video analysis a lot. And video analysis is a title that they still use 

extensively. But there's not a single College in America that teaches any form of 

performance analysis. And I think we are very lucky here in the UK that we've got three 

or four undergrads in PA now. We've got 10 plus masters in PA now.”  P20 

 

It seems that the framework of professional practice is valid for a particular understanding of 

the role of an applied PA, one which does not seem to be commonly recognised in the USA or some 

other regions:  

 

“…you know the US is the one that comes to mind where it might not [be applicable] but 

you know… Spain, UK, Australia, New Zealand you feel pretty comfortable with it” P16 

 

This highlights the critical importance of a clear definition and understanding of the role applied PA 

practitioners as encompassed by the framework for professional practice explored in detail in 

Section B.  The contribution of this research may be in establishing a starting point from which our 

understanding of the role of applied PAs can develop and evolve as the professional evolves. 
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3.2 Participants offered suggestions on refining the framework 

Most participants expended considerable time and thought in suggesting refinements to the 

framework to ensure it captured professional practice as accurately as possible and it was as user 

friendly as possible.  Three subthemes were generated relating to the refinement of language, the 

volume of processes and how the framework would be represented.  

 

3.2.1 Refining the language 

The initial working title for our research synthesis was a “Framework for the Delivery of 

Applied Performance Analysis,” by which we meant the steps required from engaging a role to 

evaluating service delivery at the end. The word ‘delivery’ was highlighted as problematic and easily 

confused with the act of giving feedback to a coach or player by one focus group in particular: 

“I don't think a lot of this is delivery, for example. I don't think it's about delivering video, 

I don't think it's about delivering statistics. So, I think the title of the figure is a little bit 

misleading.” 

 

“You know, either deliver video, deliver statistics, I don't... I don't really think it's a 

framework for delivery. I think it's... I think it's the start of a framework for professional 

competencies.” 

 

“I kind of see it as like: these are the things basically that the analysts could do in a club, 

and these are some of the kind of knowledges and experiences that you would want 

them to have” P17 

 

“But then is that saying that 'This is more the components'?... These are like the 

components that make up a framework for performance analysis, rather than the 

delivery of it...” P18 

 

We agreed with this assessment and amended the framework title accordingly to focus on 

professional practice.  We had also initially used the term ‘Domain Expertise’ instead of ‘PA & Sport 

Expertise’ which several participants found unclear, so this was changed.  The wording of each of the 

processes was reviewed based on the feedback that language needed to be simplified, for example: 

 

“Just make it an easy language. You don't have to show off. It needs to be readable but, 

you don't need... sometimes I think coaching research and some of the analysis research 
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tries to come up with terms and phrases and... …in some ways it just confuses people.” 

P12 

 

“One that I probably, yesterday, filling out the form, I probably wasn't 100% sure on was 

the domain expertise one, and I think the PA in sporting knowledge is clearer for me 

putting it that way [rather] than domain expertise. I think that was the only one that I 

was kind of struggling to properly interpret in my mind.” P21 

 

“I think the categories in this section are not as self-explanatory as they could be. I think 

this could be simplified. Feels like jargon. I had to look at the table to understand some.”  

“Another thing to think about when you're looking at changing some of these... these 

concepts to making them more... maybe a little bit more understandable…”   P17 

 

 Several participants, particularly those with Head of PA experience in professional soccer 

clubs highlighted how applied PAs are feeding knowledge and insights into the executive and 

commercial side of these more sophisticated organisations: 

 

“Sometimes other departments within an organisation may be supported by data or 

analysis that you are providing i.e. the commercial department.”  

“Similar to reporting to the coaching team, but often you report to key stakeholders. 

There might be a sporting director or whatever it's called in... in your club or 

organization, because ultimately, if they're the ones that have a huge buy-in for it often” 

P11 

 

“…you know, reporting to key stakeholders, because they could be at multiple levels 

within the organization within which you work.” P14 

 

“As the head of PA [in a professional football club]... probably the most advanced data 

and statistics that we would do, and we would use where we would use the 

mathematicians, that data would not be delivered to the coach, and it would not be 

delivered to the player. It would be delivered to people on the executive side of the club: 

sporting director, chairman, …performance modelling economic data, the coach and the 

players, they wouldn't get any of that.”   

“I suppose depending on my role, and what was required of me, under the some 

managers, I'd need to build a relationship with the chairman, for example, whereas with 

some managers, I didn't need that relationship. …the big change for me around the key 

stakeholders was when the sporting director was sacked, as well as the manager. 

…Without a sporting director, then I had to build a relationship with the chairman. So, 

sometimes your structural change in the business might mean that I need to change the 

stakeholders that I'm working with.”  P17 
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These observations, supported by recent chapters from Carling (2019), and Parnell et al., (2018), 

prompted us to broaden the title ‘Reporting to the Coaching Team’ to ‘Reporting to Key 

Stakeholders,’ incorporating the coaching, sports science, executive, commercial and management 

aspects of any organisation. This phrase was used by two participants, so while it could be perceived 

as ‘jargon,’ it has come from industry experts. Further evidence of concept of the applied PA as a 

curator of information (Martin et al., 2021), came from an early career analyst:  

 

“So... you have the player and the coach in the middle, and then you've got performance 

analysis, we're around the player and the coach. And then actually out with us, we've 

got S&C and nutrition and psychology. And… …you could argue, without a good 

performance analyst, the information that you're trying to portray from S&C and 

psychology and nutrition towards the players probably might get lost. So you do need us 

there to kind of conduit in the middle.” P27 

 

 The other component title to change was ‘Establishing Relationships and Defining a Role’ 

from the original title ‘Engaging a Role.’ The original table for this component included seven 

processes relating to training, role preparation, network building and accreditation, processes 

generally carried out prior to securing a role, while the remaining processes in this component 

identified good practice when in a role and dealing with evolving circumstances such as a change of 

circumstances or management, recruitment of new players, progression to new competitions or 

adoption of new technology. These latter processes, (reorganised in the final presentation of 

processes, see Appendix 3.3), centring on researching context, building relationships, and defining 

roles were endorsed by many participants, for example: 

 

“I had three... three different managers in four years, and they all wanted different 

things from us…  …building a rapport with the coaching staff, and the team, was always 

really important.  And in football, what we tend to see is …with the manager, the 

backroom staff changed as well. So again, you're building new relationships with, it 

might be new goalkeeping coach, assistant coach, sometimes a new fitness coach. So 

again, all really, really relevant...” P17 

 

“Just find out kind of how the environment works, what the culture and people are, 

what how the, how the coaches like to work as in their culture of the environment? And 

who was who, was who's within the organization like Who do you have to liaise with 

engaged with and influence I guess.” P21 

 

“you're obviously going in and looking at the environment and working out how you're 

going to work in this environment, and deliver in this environment, and connect with 

people in this environment. But also, you need to be looking at the organization, what, 
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what is the culture, like, you know, what the behaviour is, what's accepted, not 

accepted, and all that sort of stuff, I think is massively important..” P10 

 

“We would meet as a management team and say look, okay, what is our job description 

here? Or what? What are their expectations of us? And what do you want them to do? 

Because a lot of the time they come in, and they want a lot of stuff that isn't really 

important. But they might have heard that it is important. So I think... Now, having gone 

through this, it's probably something that we do really need to maybe write down. And 

when it is written down, we can actually go back and review it, reflect on it.”  P5 

 

 Participants felt that the processes relating to Establishing Relationships and Defining a Role 

were important to every analyst as their role evolves.  Adding the seven ‘Engaging a Role’ processes 

to this component brought confusion and the danger that applied PAs may consider that this 

component did not apply to them: 

“…so just to clarify then… …this is a new person starting a role, is it?”  P10 

 

It was suggested that these components may be more appropriate perhaps in a practitioner 

development pathway: 

 

“I looked at it in one way structurally in terms of your green parts of... 'engage in the 

role.' I almost see as like that starting point for people if it's a career journey. 

My brain had separated that, and I know there'll be a reason behind it… …I look at a 

pathway for analysts. And the training, there should be substantial training to be ready 

for an opportunity.”  P12 

 

As presented, this component of practice was two-dimensional, including seven processes which 

were specific generally to those seeking employment, and others which were common to all applied 

PAs who are required to continually establish new relationships, define, and redefine their role as it 

evolves. The confusion among participants interpreting this component, which was evident in the 

validation process, helped clarify the presence of these two distinct dimensions. Given the potential 

for misunderstanding this component solely as preparation for a role, it was decided to exclude the 

‘Engaging a Role’ processes. It is important to note that the professional development of 

practitioners is not captured in this framework for applied practice and requires further research. 

The seven processes which were excluded were presented as “Steps to engaging a role” in August 

2021 (Appendix 16.7). The focus group discussions seem to point towards the potential for a 

professional development pathway which could parallel the framework for professional practice and 

track practitioner development from trainee practitioners to managers. 
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 The framework identifies what processes practitioners do, but are a breadth of potential 

ways to approach each process depending on the experience and status of the practitioner: 

 

“I think …I would benefit from being more purposeful and potentially systematic in how l 

approach these areas, particularly as [I] morph into more of a lead role.   

Might be interesting to explore how these processes evolve with experience and 

evolution within the role.”  P9 

 

“When I first came into a role, I thought  …right, I'll just do all this clicking and do all this 

tagging and collecting and just hand it over. And it wasn't until I left [Club A], and I 

walked in the door at [Club B], I made a conscious effort to contribute in a different way. 

 … I definitely didn't have that awareness when I finished my, academic study, in terms 

of the bandwidth that we can contribute as an analyst, you know, that there's so many 

different things that you, so many different gaps to fill, and so many different places to 

stretch and support and challenge.” P8 

 

“Who are you trying to target here, and what level? Because the problem is, as we get 

older and more experienced, we actually do less of the stuff that you're talking about... 

Just one thing that's missing there... …is creating a department, and creating an ethos 

and a shared way of operating, and a shared best practice, and a shared ethos. Like you 

would with the rest of the team, you do... you know ...What is the ethos of the analysis 

department?”  P14 

 

“My role now is less about direct analysis delivery than it used to be and focuses more 

on developing others and strategy.” P12 

 

 The concept of professionals moving on from their core profession to engage in other roles 

is called ‘turn-away’ and often occurs when individuals seek alternative opportunities for career 

advancement rather than continued accomplishment in the discipline (Joia and Sily de Assis, 2019).  

 

 

3.2.2 The volume of processes 

A few participants questioned the volume of processes generated by the research synthesis 

(118 processes), recommending a review of overlapping concepts and the logical progression of 

components of practice as presented in the tables: 
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“I'm not sure that many processes are required - how granular do these need to be? 

Some could overlap or be condensed.”  

“Some of these overlap items mentioned in previous sections I think? I am wondering 

whether processes should be more or less detailed - seems as though it is in the middle 

at the moment.” P16 

 

“Main comment is the crossover between the first one in this section and some of the 

other sections. For example, timing in the first crosses over with the second to last one. 

And empowerment crosses over with the last one.”  P21 

 

“…if you went into an individual sport or a team environment with that table, could you 

use that table as a guide to work through how you would go about... you know building 

a system? Does it kind of make logical sense, is there kind of... face validity to it? ... is it 

something that you could logically follow?” P17 

 

 Tables of processes for each component of practice were reviewed with this feedback. 

Processes specific to engaging a role were excluded and many processes were condensed (final total: 

78 processes) and re-organised under headings to provide a quick overview of the content to guide 

the reader (Appendix  3.5).   

 

3.2.3 Representing the framework 

 Our initial amateur efforts to visualise the framework (Figure 2.2 – previous chapter) 

were mis-understood by many, for example: 

 

“The way that it's visualized, that doesn't do a lot for me, I'm not gonna lie. I can't get 

my head around that at all... …I think we need to come up with a better way of 

visualizing the competencies and things that then are aligned across those.”  P14 

 

“I think... the way it's presented can be probably made more... like visually appealing.” 

P12 

 

There were multiple references to the cyclical nature of applied PA and the challenges that 

posed for a two-dimensional diagram: 

 

“There's clear start and finish points on that cycle. And I think they're going to all talk 

about it as a cycle, probably, or a flow, because it always goes round, you know, it never 

stops.” P12 
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“The really hard thing about trying to present something like this, which is essentially a 

linear diagram, is that so many of these things are iterative, and are a constant cycle of 

improvement.”  

 

“…so many of these are cyclical. So I just wonder... yeah, I wonder whether there's a cool 

way of putting something together, that's a bit more dynamic to try to describe that.”  

P14 

 

Several participants offered guidance on what to consider and what to avoid in the final 

visualisation: 

 

“I'd probably try and avoid putting it in a step by step and process and arrows and all 

that, cos like you say... sometimes you might jump between steps, you have to go back 

and review bits. And… then you get to the next bit, and you actually have to go back to 

review something. So I would try and avoid going this bit, to this bit, to this bit, to this 

bit.”  P21 

 

“Maybe for me, and how I would read it, I would actually read the other way around, 

from the bottom up. Because if you're talking about a pillar [of expertise], the 

foundation should be strong, right? And 'What are we doing with our foundation?'” P5 

 

“I'm thinking, visualizing in my head, like a one-page infographic with a little icon for 

each thing.” P16 

 

 One of the key overarching themes from all the focus group data was “What is an applied PA 

and what do they do?” The concept of the purpose and value of applied PA was missing from the 

initial visualisation as pointed out by one participant:  

 

“But we can all put these words up and put a slide up and say this is what we believe in. 

But actually,' what's... what's the value of that?'. I don't think is... is easy to really see 

from this.” P13 

 

We established that the purpose of applied PA is to create valuable performance knowledge 

and design learning opportunities so this knowledge can be understood and applied to enhance the 

judgements of coaches, athletes, PDs and other stakeholders.  The literature has revealed five areas 

of expertise which, to varying degrees, underpin each component of practice.  Nine components of 

Applied PA practice were identified which are loosely sequential and highly iterative. Rather than 

present a complex flowchart visual, we have used a lighthouse analogy to represent the 
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relationships between the required inputs and desired outcomes of applied PA and the components 

and expertise required to deliver these (Figure 3.1).  

 

FIGURE 3. 1: A LIGHTHOUSE ANALOGY REPRESENTS THE OBJECTIVE OF APPLIED PERFORMANCE ANALYSIS (PA), THE 

ROLE OF THE PRACTITIONER, THE COMPONENTS OF PRACTICE AND THE EXPERTISE WHICH UNDERPINS APPLIED 

PRACTICE.  THE LIGHTBULB REPRESENTS THE KNOWLEDGE CREATED BY AN APPLIED PERFORMANCE ANALYST WHO 

DESIGNS LEARNING OPPORTUNITIES, SO OTHERS SEE THIS KNOWLEDGE TO GAIN UNDERSTANDING AND FOSTER 

IMPROVED DECISION-MAKING AND JUDGEMENTS. THE COMPONENTS OF PRACTICE MAKE UP THE BODY OF THE 
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LIGHTHOUSE SUPPORTING THE SYSTEMATIC CREATION OF VALUABLE KNOWLEDGE AND THE EVALUATION OF LEARNING 

WHICH MAY HAVE TAKEN PLACE.  THE FIVE AREAS OF EXPERTISE WHICH UNDERPIN PRACTICE, FORM THE 

FOUNDATIONS OF THE LIGHTHOUSE. 

A lightbulb is central to the analogy.  This is the knowledge created by the applied PA, 

appropriate to the context in which they are operating.  We all know that a lightbulb is only useful if 

it is switched on.  Switching on the lightbulb is an analogy for the applied PA designing learning 

opportunities for stakeholders to see and understand the value in the feedback provided. Thus, the 

apparatus of the lighthouse represents the required input from an applied PA, to create knowledge 

(lightbulb) and to design opportunities for that knowledge to be understood (switching the light on). 

If these learning opportunities are effective, and ‘lightbulb moments’ have occurred, the desired 

outcomes will be evident.  In this analogy, the outcomes are illustrated by the rays of light 

emanating from the lighthouse, representing understanding and informed judgements.  Lighthouses 

have long been used to guide seafarers, traditionally acting as points from which sailors could 

establish their location. Applied PA is often used in a similar way to benchmark where a team, 

athlete or organisation is in relation to their competitors.  Given their often-unforgiving locations, 

lighthouses are built on very strong foundations.  In this analogy, the foundation of applied PA 

practice is built on five areas of expertise: contextual awareness, building relationships, PA and 

sporting expertise, technical expertise and professional behaviours.  The framework includes the 

following nine components of applied PA practice; establishing relationships and defining roles, 

needs analysis and service planning, system design, data collection and reliability checking, data 

management, analysis, reporting to key stakeholders, facilitation of feedback to athletes and service 

review and evaluation.  These are represented as the lighthouse walls building upwards towards the 

lightbulb of knowledge. While the components of applied PA are to some extent sequential, we 

understand that the linear nature of the analogy is a simplification of the messy and iterative process 

of coaching and PA.  This is particularly the case for the final component, service review and 

evaluation, as truly reflective practitioners will constantly evaluate and amend their practice. 

The final focus group were presented with this visualisation and it received comprehensive approval: 

 “I think it's like, visually, it's very strong, because it does stand out from what, you 

would... like what in out there in literature in general, like. It's not something that you'd 

expect to see in scientific research.  …usually it is just boxes and arrows and, like... easily 

printable stuff. So I think, it's all building up, and so that's the light out of it, ...that's the 

point of the whole lot of it” P24 

 

 “…if you do make your way up, you are then going to almost have the optimal 

environment to create the knowledge that you want. Which can then be I suppose shone 



76 
 

out as your understanding and improvement. And then I suppose the overarching view 

of that is, every single process there has to be under evaluation. So it makes sense to 

have that at the top.  

So yeah, I know you said it wasn't linear, but the way that I look at it almost is like if we 

can tick the bottom one, I can then tick the second, tick the third, and there's nothing 

wrong with going down again, but... If I do everything underneath the lightbulb, then 

hopefully that lightbulb will... will go on.” P27 

 

 “I love the visual. I think it's just easy to understand. You can straightaway give it to 

someone...  you can gradually progress up the kind of ladder of the lighthouse and then 

review anything so it isn't linear. And then also you could give it to the coach… the 

management team, you know or..., just whoever the key stakeholders are.” P26 

 

 “I think the lighthouse idea is quite okay. It was a bit confusing with the 'service review 

and evaluation' at the very top. But it... I think it was stated in it that that was one of 

the... the 2, 4, 6, 7... out of the 9 steps. But other than that, I thought it was quite good 

to be honest.” P23 

 

 

 

3.3 Variety of uses of the framework proposed 
 

3.3.1 A reflective tool for practitioners  

Participants were asked to consider what they might do with the framework if given it 

tomorrow and the discussions around this question form the basis of much of this theme.  The 

predominant sub-theme was the use of the framework as a reflective tool for practitioners and this 

was evident as a thread from the initial survey responses as certain processes prompted reflective 

responses from participants: 

“Good points raised here and on reflection probably something I need to do more of.” P3 

 

“Personally, another area that I sometimes overlook and probably only do at the end of 

the season.” P1 

 

“Area for improvement” P4 

 

“This is something I must work at and include in my process.”  P2 
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“My responses bring to light a need to create more time to reflect on the athlete 

experience. It is considered, and informally monitored, but perhaps not built-in.” P7  

 

“I always evaluate the effectiveness of debrief sessions but should be more systematic in 

how l document this. …I do this but should be more systematic as to when l do it....” P9 

 

“I am terrible at file naming! Everything makes sense to me, but don't ask someone else 

to find something on my Mac!” P22 

 

“Evaluation has not been as big of a part of my workflow as it should be.” P26 

 

 In contrast to some other sports science disciplines where knowledge and skills checklists 

are readily available (APA, 2021b), access to professional development resources are limited in 

Applied PA. Thus, the potential to use the framework as a practitioner reflection tool against 

aspirational or best practice was widely suggested: 

 

“…in terms of reflection, I think that's the big thing, I'd use it to reflect on my own work. 

See if I get evidence kind of each point along the way, see what kind of gaps I had, or 

weaknesses or strengths and then try and use that to better myself and my practice, first 

and foremost, and then use that to help the people I mentor, secondly.  Just to make 

sure that I'm solid before I start dishing it out, if that makes sense.”  P21 

 

“I think that's a good framework to work through as to 'This is what I maybe not as good 

at.', so 'This is where I need to improve.', and then kind of devise a bit of a strategy as to 

how I can put myself in situations that will allow me to grow my skill set to... kind of 

upskill myself in areas that I haven't had much exposure to so far.” P25 

 

“…use it to look at where I'm weakest in, or where I'm kind of developing, or where I 

could like improve upon, and work on those specific areas.” P24 

 

“From an applied practitioner that it almost some of the questions allow me to reflect 

and go, well actually have I had those conversations with coaches? Are we actually all 

on the same wavelength and working towards that shared kind of agreed outcome?” 

P20 

 

“I suppose you can see where your strengths and weaknesses are, you'll be able to 

identify them. And obviously work on the weaknesses, you know, any areas that you 

might need to improve on or get more information on.” P1 

 

“I'm not good, definitely not good, at the reflection piece. And you know, this will help 

me to put a framework on, okay, this is my time for reflection now. I need to look back 
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at what I'm doing. These are the things we did well, these are things we did poorly, and 

your whole circle starts again.” P4 

 

“I think it gives us something for best practice. Be it we can break down what we do 

now, and even whatever level we're working at, we might not be able to use all the 

pillars, or within the pillars we might be hitting the boxes, but the range will differ 

because of the amount of people we have with us, or the time that's available. But it 

does give us maybe a best practice reference to use, no matter what level we're 

working.” P5 

 

“Maybe just for your own evaluation purposes.” P11 

 

3.3.2 An audit tool for organisations 

 There was strong consensus that the framework could be valuable as an audit tool for 

sporting organisations and PA departments to assist them examine the robustness of processes, 

balance of staff strengths and identify system gaps: 

“I think you can use it to evaluate... a lot of the processes, or even people, that you have 

in your organization.” P11 

 

“…it might just help to find gaps in your organization and that, as you said… I've got 

three people who are specifically data analysts, you obviously know, where the gap is. 

It's on the other side, but it might just show up something that you can't necessarily see 

from just knowing about people. You know if you actually did it formally... Interesting 

exercise.” P13 

 

“I would use it to reflect on our current sort of competency framework that we use 

internally to sort of place people and... salary band against and things like that. I'd... 

shamelessly pinch some bits from it, add that in... and improve that and then reflect on 

whether... you know, what we're using is... is capturing all the stuff that, we talked 

about today, and is in the material that you sent through in advance. Are we... you 

know, 'Are we up to date in the areas that we're... we're trying to benchmark people 

against and assess people against?'. Or 'Are we missing....'” P14 

 

“I think other organizations are looking at their own analysis delivery. They can review 

'Well what are our pillars? Or what's our structure?'. And I think with those... larger 

organizations are probably more formalized in that anyway, but smaller organizations 

or new staff, young staff, who are put into positions of responsibility can refer back to 

this, and take some of those building blocks to review their own progress.” P12 

 

“I think you can audit self, I think you can audit your organization with it. And there's an 

element of gap analysis, in there, or system building can come from it” P7 
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“It gives the opportunity to use it as external benchmarking to industry wide, and not 

just internally, but we do a lot of internal, but obviously, it's still valuable because it's 

multi-sport.” P10 

 

“…is this more of an aspirational framework for our club? Because if it's for a club, then I 

could see how they could delegate down some of these responsibilities to different 

people.” P19 

 

“I would see this being more useful as a professional competency framework for... an 

organization like the Premier League, for example.” P17 

 

“The clubs don't necessarily actually have a particular, you know, checklist or something. 

So this could be... you know an idea for [Professional] Rugby, for example, to put 

together a bit of a checklist so that we try to get some continuity or some understanding 

as to what the analysts can actually do when they come in.” P18 

 

3.3.3 Inform Practitioner Education, Training and Continuing Professional 
Development (CPD) 

 The lack of a prior overarching definition for applied PA, or a framework for practice, proved 

challenging for PA education designers in formal and informal contexts to ensure the validity and 

relevance of their content (Hughes, 2019, Knight and Yorke, 2003). Several of the participants 

working in academia felt the framework could guide their programme design and delivery: 

 

“I think from an academic perspective, then I would also use it as a bit of a... for my 

students, use it as almost like… not a checklist, that's probably not quite the right word, 

but a framework that they can go back to and they can say, right, have I experienced 

this yet? Have I done this yet? If so, great, I've experienced that, it's kind of one thing I 

can tick off, I've got some experience in it, which I think is a nice thing for them to be 

able to do.  

It's pretty daunting going into an applied role, especially when it's new to them. So if 

they can say, Oh, actually, you know, what I've done really well, I've undertaken some of 

these, I've seen some of that, in reality, it might be quite a nice way of them almost… 

giving themselves a bit more confidence that they are doing the right things, because 

obviously, it's so empirically based.”  P22 

 

“I think a framework like that would have definitely helped me [with academic course 

design]... just think through... you know, the pillars. I think with my experience, I had a 

clear idea when I set out, and I've adjusted or... you know, looked at different things... 

But yeah, it definitely would've helped...” P12 
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“As a lecturer, I could put this up on a slide and say, 'Listen, this is the range of things 

that you might... you might have to do in a club environment, or, you know, with an 

Institute of Sport.', 'These are some of the underlying professional knowledge and 

competencies that you might need to develop'.” P17 

 

“Most of my work really is taking students who've never done any performance 

analysis... Generally, they haven't even heard of it…  and they come and take a second-

year paper at the Uni here, then we have second or third year work: integrated learning 

stuff… they then go out into either coaching, or working with analysts already in sports. I 

felt these things sort of fitted with potentially what we sort of try and help them to 

understand.” P18 

 

“…from the kind of academic and educational hat, it's, hopefully assisting and preparing 

those future analysts so that they're, they're ready to kind of enter into those first 

opportunities, like we've said before, in terms of that exposure, and applied experiences 

is massive. So it's Yes, we can teach them some stuff. And we can use this as a bit of a 

teaching tool, but then, for them to kind of move up to the next level, then they need to 

kind of go out and gain that experience and apply it.” P20 

 

“You've created something here that, that practitioners and students and graduate 

students [can use].”  P7 

 

Experiential learning is a critical part of applied PA training, through university placements or 

internships which are often unpaid (O'Donoghue, 2013). One Head of Analysis at a professional club 

felt the framework may help to equip and prompt employers to consider and design more 

appropriate learning experiences for novice analysts:  

“I think that there's definitely scope to fit this in education, but also for people who are 

doing placement provision, there's scope to give an element of it to organisations who 

are employing people to do the, you know, this kind of work. So I think there's a bit of a 

breadth of uses for it.” 

  

“I definitely think that there's scope from an educational perspective to create really 

valuable interventions, which might be more challenging than perhaps they are now, 

like an example of someone who goes to sit and just codes in seat 3. That's not an 

experience, that's someone getting someone to do something for free.” P8 

 

“…I think that you can use the framework to create in you know, different types of 

interventions than the ones that potentially people are subjected to with professional 

placements.” P12 
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Another analyst considered the value of the framework as an overview of practice from a learner’s 

perspective, particularly those without formal PA education: 

“…having it all on the one page would have been very useful, I think. Like I'm largely, I'm 

not going to say self-taught, I'll say self-making mistakes, keep making mistakes, until 

eventually something works. …but having more of a framework to actually go: 'Okay, I 

know how to do this', and then moving on to the next bit.  I probably skipped five or six 

of those steps before understanding even what they were, never mind how to do them 

properly.” P5 

 

3.3.4 Inform recruitment and job descriptions 

 In the absence of a clear definition of the role of an applied practitioner, or the expectations 

of this individual recruitment in applied PA has been ad-hoc and often reliant on existing networks 

and connections (Butterworth and Turner, 2014, Bateman and Jones, 2019).  Several participants 

identified the potential to use the framework when recruiting an applied PA:  

“I'd certainly use it… with clubs that are trying to hire someone, that would be the first 

thing and you'd use it in in job descriptions…” P16 

 

“I guess, because we're recruiting for an analyst... maybe incorporate some of those 

pillars [five areas of expertise] to... into your interview process… 

The building relationships one is a big one… …getting to know them. So you can use it as 

maybe a rough benchmark to see, 'Does that individual... have they had that experience 

to go across those pillars [five areas of expertise] or not, and in what... what depth?” 

P11 

 

The importance of considering all five areas of expertise highlighted by the framework when 

recruiting, particularly the ‘softer’ skill areas, resonates clearly in the quote from Participant 11.  This 

is reinforced by one academic’s experience of what clubs are looking for in an applied PA job 

applicant: 

 

“some of the clubs don't really care if they're the best performance analyst in the world. 

A lot of it is about if they can get on with the other sports science staff, and if they can 

communicate, and if they're not going to be disruptive.  

In some respects... I was quite shocked, actually, that they... don't always... go for the 

best students, or the best on paper, or the best person with experience. A lot of it is 

about the rapport. 'Can they... can they fit in?'” Do they see them communicating? Do 

they think that they'll be easy to line manage, and do the roles that the club want them 

to do? P19 
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This capacity to integrate productively within a high-performance environment concurs with several 

commentators who posit that a successful culture is one that everyone contributes to creating 

(Wiltshire, 2013, Molan et al., 2021).  

 

3.3.5 Tool to help structure accreditation and professional development 
pathways 
 

The issue of a lack of professional identity and clear professional pathway for career 

progression in applied PA was an overwhelming theme woven throughout the data.  Various 

participants pointed to the potential value of using the framework to address this deficit by 

providing evidence-based clarity for accrediting bodies in their understanding of the role and 

expertise required:  

“Fundamentally, I think the industry needs to improve. And I think organisations like 

ISPAS [International Society of Performance Analysis of Sport] I know are reviewing that, 

and creating building blocks like this. But I think there needs to be a clear... or a clearer 

structure and catch up with where analysis gotten to.” P12 

 

“I see it as like: 'these are the things basically that the analysts could do in a club', and 

'these are some of the knowledges and experiences that you would want them to have', 

and when you pull that together I think it's more of a competency... like a start of a 

potential competency framework where you could get, again in football, you could get 

ISPAS together, you get the Premier League together, you get the FA together, and say 

'Actually, to be competent as we do in coaching with the... with the levels and the 

national occupational standards, to be an analyst, or to be a senior analyst, or to be a 

head of analysis, these are some of the things that you need to have'.”  P17 

 

“You would think that accrediting bodies should take a good look at this…” P16 

 

“I'd be keen to use it to… try and identify career pathways.” P10 
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3.3.6 To inform future research 

 As the gap between research and applied practice in PA is widely acknowledged (Buttfield & 

Polglaze, 2016, Carling et al., 2014, Wright et al., 2014, Nicholls et al., 2018),  several participants felt 

that the framework was a valuable starting point for a body of research about applied practice: 

 

“…the research is important, why it's really... can be quite impactful, because I think 

there's a lot of... there's different strands for me in an academic setting. It's strands I've 

already identified myself, and I'm building modules and content around and I think that 

the combination of research and applied stuff helps make it more realistic. But I think it 

sets... a platform for other people to build off.” P12 

 

“They [future students] could take pockets of this work and develop it for us until I'm 

long past work in this domain. You know, so to me, we exploded open: this is the skill 

set, these are the domain challenges, this is the context of working in elite sport and in 

general… and actually there’s pockets of work that could that people could pick at for 

[years].”  

“I think you've given people a platform to really inform our profession in a way that yet 

another study of a sport doesn't do.” P7 

 

“I think that's that I like that as well, because… as you're aware it's a really fast, 

potentially a fast moving area and other things that… are in the data science space now 

could potentially fall into this area eventually” P16 

 

“I think how you've approached that is logical, and even look at how you pulled it 

together on the model as well. And that is recognized in there as well. So that's a good 

start” P9 

 

3.3.7 To show people what applied PAs do 

 Many participants reported misconceptions and misunderstanding of what applied PAs 

actually do in the absence of a definition of the role of an applied PA.  They suggested that this 

framework could be used to demonstrate and inform stakeholders about the role applied PAs can 

play within an organisation: 
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“But the biggest barrier to them [applied PAs] getting anywhere with a job or having 

more job satisfaction or more impact, is coaches not really knowing what they do. And 

even when they do, they don't maybe… see value in it. And that's sometimes irrespective 

of whether they're doing a good job or not, they just don't know. So I absolutely think 

that [improved coach understanding] could be one of the most important things out of 

all of this.” P16 

 

“I think within the environment I'm in at the moment, I don't really think they're fully 

aware of what a performance analyst can be doing, should be doing. So I think it would 

be quite a good educational tool for them.”  

The [Lead Analyst], could potentially share it with the coaches and say, 'Look, this is 

what the research shows, this is how you should be using us.'. And then: 'Where do you 

think we could start implementing this within what we're currently doing? What could 

we make better? What are we already kind of ticking?'  P27 

 

“I've gone in blind and thrown in the deep end, that I don't actually have a framework to 

work off. And then the coach doesn't understand. Like he's new to it as well. 

…And I think, that's a big thing, and then it goes all the way up to the admin or, you 

know, the kind of main stakeholders, that there's an understanding of it the whole way 

through, from what I do... that they understand what I'm doing, and they understand 

what to implement in their organization. So, yeah, I'd definitely be using it ASAP 

anyway! So, because there is nothing there for me.”  P26 

 

“…if you start in a new setup or go into somewhere that hasn't used performance 

analysis before... you know, you can show them this framework to show exactly what 

we do. You know, I think a lot of people... you know, outside of the sports and outside of 

our area, aren't too sure exactly what a PA does.” P1 

 

“…you'd stand back a little bit and say, 'Okay, this is the framework, this is what I should 

do'. And you know... …when you're going to your coach, or your county board chairman, 

or secretary, or treasurer, or whoever is the guy in charge of hiring you that you can say, 

right, 'This is what I do', you know, 'This is my service agreement'” P4 
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3.4 Overall assessment of validity 

The methodology adopted to conceptualise and construct the framework for professional 

practice - a systematic review and research synthesis based on literature regarding applied PA 

practice is significantly enhanced by the inclusion of this stakeholder validation, given the natural 

time lag between academic publications and the reality of applied practice. The validation evidence 

revealed that by and large the processes detailed in the framework were an accurate representation 

of current practice. There was also strong consensus that the areas of expertise identified were a 

valid assessment of the foundational expertise required for professional practice.  While the 

processes detailed capture the activities of applied PAs, they do not necessarily capture the level of 

sophistication of the process or how activities are executed. This depends on the context and the 

expertise, experience, and status of the practitioner.  Future research could examine range and level 

of activities within processes and examine how they are executed in various contexts.  

 

The UK bias of the literature was largely replicated in the validation due to constraints of 

logistics and contacts which can be considered a limitation of the study.  Due to the high number of 

participants from the UK and Ireland, it can be concluded that the framework is particularly 

representative of practice in these regions, however there was consensus that the conceptual model 

would resonate with Applied PA practitioners in Australia, New Zealand, Spain, Austria and Germany 

and potentially other territories.   

 

3.5 Conclusion 

This study has facilitated the transition from a research based proposed framework for 

professional practice in applied PA to one which has been endorsed by elite applied practitioners as 

a valid representation of professional practice, particularly in a context or where the understanding 

of the role of an applied PA is one of an embedded practitioner interacting with, and potentially 

influencing decision-makers. As the first systematic analysis of applied PA practice, the framework 

provides a bookend or snapshot of current practice which can be further interrogated as our 

understanding of the role of the applied PA practitioner embedded within highly politicised sports 

environments develops and the role inevitably evolves.   
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The research has made visible the critical importance of interpersonal skills to successful 

applied PA practice in a very explicit fashion, as three of the five areas of expertise underpinning 

practice pertain to a practitioner’s capacity to build and sustain professional relationships. While 

these skills had previously been implicit within textbooks and literature, their identification here as 

fundamental to professional practice may be a catalyst to further exploration of the social intricacies 

of the role and the advent of professional development specifically addressing these skills. This study 

adds to previous work in conceptualising applied PAs as pedagogues. The fact that the data 

emphatically support the idea that a key function of an applied PA is to translate information and 

knowledge in way that promotes learning and understanding, compels us to consider in much 

greater depth how this learning occurs and what pedagogical training is appropriate to equip applied 

PAs to practice optimally. The structure and granularity of the framework provides a first 

opportunity for practitioners and organisations to reflect on applied PA practice in a systematic way. 

Not every applied PA will undertake every process, but the checklist nature of the framework offers 

novices a simple avenue to consider which processes are relevant to them in each component of 

practice, and more experienced practitioners or organisations a tool with which to reflect on the 

quality of their practices. 
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Section B  
Exploring Professional Practice in Applied PA 
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Chapter 4:  Section introduction and methods for 
inductive analysis 

 

4.1 Introduction 

The perspectives of applied PA practitioners have rarely been captured in research (Huggan 

et al., 2015, McKenna et al., 2018, Bateman and Jones, 2019), reflecting the general lack of emphasis 

on applied practice within the discipline of sports PA. Thus, a key objective of the current study was 

to capture the experiences and realities of applied PA practice from a practitioner perspective. The 

framework for professional practice in applied PA provided a comprehensive overview of the 

mechanics of practice, the components and processes which contributes to our understanding of 

what applied PAs do. However, this approach does not fully capture the behaviours and actions 

which determine the successful delivery of particular processes. Understanding the mechanics of 

practice is critical to informing the construction of appropriate practitioner development materials 

and pathways in a profession (Watson and Portenga, 2014). Understanding what motivates 

practitioners to work in this area, is perhaps even more important to the development of applied PA 

as a profession. Evidence points to the fact that professions are built on shared identities and 

philosophies (Woo and Henfield, 2015, Riemenschneider and Armstrong, 2021), therefore, 

understanding the basis of what motivates people to work in a particular area and what they 

perceive as their purpose, is vital to catering for their professional needs (Ryan and Deci, 2020). 

Applied PA is now accepted as an integral part of the performance sport ecosystem with an 

increasing number of applied PAs employed in full time roles (Carling, 2019). This critical mass of 

practitioners demands a deeper assessment of their function and purpose, their needs and 

aspirations. Thus, the research question guiding this section was: what are the lived experiences of 

practice as an applied PA professional? 

 

4.2 Methods 

Qualitative data generated through the methodology reported in chapter 3 were analysed a 

second time for this section of the thesis. Thus, the methods reported previously are generally the 

same for this section and are not repeated. In order to answer the research question posed, it was 

necessary to adopt a different approach to analysis and consider more carefully the biases which 

framed the interpretation. 
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4.2.1 Ontological position 

Capturing the complexity of professional practice requires a philosophical position such as 

critical realism as it conceptualises industrial relationships, processes and networks as continuously 

changing based on human agency (Bhaskar, 2013). Critical realism accepts that an external reality 

exists, and can be observed in a somewhat empirical fashion, however this is balanced by a realist 

approach acknowledging that knowledge cannot be reduced to observation of facts (Danermark et 

al., 2002). It contends that social reality is based on human perception and is not static (Ryan et al., 

2012). The plurality of the critical realist approach to analysis allows us to capture and describe the 

reality of applied PA practice which is woven of components such as processes, relationships and 

expertise, but rather than untangle the weave, critical realism compels us to examine the tangle and 

look at the interrelated patterns and narrative within it (Ryan et al., 2012).  Thus, in generating codes 

and themes, we sought to look beyond the semantic meanings in texts, considering and interpreting 

the assumptions and perspectives underpinning those surface meanings (Braun and Clarke, 2020). A 

critical realist position recognises that all of the perspectives expressed are the individual’s 

interpretation of their experience, however it also provides scope to notice how the collective 

experiences might be observed as a phenomenon which impacts a group, such as applied PA 

practitioners (Ryan et al., 2012). 

 

All analysis and interpretation draws on existing knowledge and life experience and we 

acknowledge our biases relative to this study. The PhD candidate has nineteen years’ experience as 

an applied PA (ten as a lecturer in PA) and has been involved in accreditation of Applied PAs through 

the Sport Ireland Institute (11 years) and the Gaelic Athletic Association (5 years).  

 

4.2.2 Analysis procedure 

The most appropriate analysis procedure for this study was reflexive thematic analysis, 

characterised by “open, fluid, organic, and recursive coding practices” (Braun and Clarke, 2021), 

p207. This iterative, evolving coding process provided the best vehicle to interpret and reinterpret 

the meaning of participant perspectives and how they related to the researchers’ understanding of 

these topics. Braun and Clarke’s (2006), six-step process was flexible enough for different concepts 

to come to the fore at different stages as decisions were made about how best interpret data and 
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code to higher order themes.  The purpose was not to seek consensus, but to allow voices be heard 

and themes to develop in a collaborative and nuanced approach (Braun and Clarke, 2019). 128 codes 

were generated in phase 2 of the initial inductive analysis. Potential themes were identified and 

discussed in phase 3, and several iterations of the themes were mapped and reviewed in the course 

of two meetings between the PhD candidate and supervisor. It was decided to separate the themes 

relating to practice from those relating to PA as a profession at this point and the themes for each 

were then refined and defined in phases 4 and 5 of the Braun and Clarke (2006), process. 

 

4.3 Results 

In the chapters which follow, an interpretation of the data is offered, based on our 

understanding of the area and immersion in the data, with the acknowledgement that other 

interpretations may differ (Riemenschneider and Armstrong, 2021). The seven themes generated are 

divided into two areas for ease of reporting (Figure 4.1 below). Chapter 5 will report the how, what 

and why of applied PA practice, presented as ‘understanding applied PA practice’, while chapter 6 

will report the themes pertaining to how applied PA is perceived as a profession, presented as 

‘understanding applied PA as a profession’. 

 

 

 

 

 

 

 

 

 

FIGURE 4. 1:  SEVEN THEMES GENERATED FROM FOCUS GROUP AND SURVEY DATA BY REFLEXIVE THEMATIC ANALYSIS. 
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Chapter 5:  Understanding applied PA practice 
 

5.1 Results 

The purpose of this chapter is to report the perspective of applied practitioners and 

academics to applied PA practice as captured through the inductive analysis of the focus group data. 

Analysis of the data generated three overarching themes relating to applied PA’s perspective on PA 

practice. Put simply, they described the ‘Why, What and How’ of applied PA practice (Figure 5.1). 

Their ‘Why’ was the aspiration to add value to decision-making processes such as recruitment, 

training, selection and tactics.  Considering ‘What’, participants discussed the processes that applied 

PAs undertake in generating, translating and disseminating information to co-create valuable 

knowledge. In terms of ‘How’ valuable knowledge was co-created, a strong theme of 

“embeddedness” within the performers’ organisation was present in the data, which allows applied 

PAs to build the necessary relationships, credibility and contextual intelligence to deliver optimally 

on their role. 

 

 

 

 

FIGURE 5. 1: HIGHER ORDER THEMES RELATING TO UNDERSTANDING APPLIED PA PRACTICE GENERATED BY REFLEXIVE 

THEMATIC ANALYSIS 
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5.2 The ‘Why’ of practice: Applied PAs aspire to add value to 
decision-making processes 

 

“The whole point of the work we do is to inform future decision making and learning.” 

P16 

Participants felt their purpose was to add value to decision making processes, as articulated in 

the quote above. The two higher order codes which contributed to theme generation (Table 5.1) 

captured participant aspirations to have agency within the performance ecosystem and that making 

a valuable contribution was the most enjoyable aspect of the role. 

 

TABLE 5. 1: THEMATIC MAP OF APPLIED PA PERSPECTIVES ON THE WHY OF PRACTICE: APPLIED PAS ASPIRE TO ADD 

VALUE TO DECISION-MAKING PROCESSES AND CONTRIBUTE TO PERFORMANCE SUCCESS  

Higher Order  Lower Order No. XXXX No. Quotes 

Why: Applied PAs aspire to 

add value to decision 

making processes and 

contribute to performance 

success 

Applied PAs aspire to have an impact and agency and to 

support decision making 
6 40 

The most enjoyable aspect of the role is when you feel you 

are making a valuable contribution 
6 13 

 

It was evident that the lists of components and processes which comprise the Framework for 

Professional Practice failed to capture the ‘why’ of applied PA practice:  

“The one thing I think probably... I dunno, maybe got missed in this [Framework] for me 

was: 'Why are we doing this?'. Because I think that's something you know, you 

constantly forget to ask yourself, you just kind of do tasks and do jobs, but is it actually 

having any impact on anybody or anything? And that's, if you... if you forget that 

question, you know, then you'll just go down a rabbit hole of doing a million things 

without ever changing anything.” P13 

 

Participants connected the purpose of their practice to having a voice and agency to influence or add 

value to decision making, although this was not always a given: 

“I think the ideal model, there's nothing ground-breaking about to say, but is the best of 

both worlds where the analyst and the coach have input. And there's a really good 

constructive discussion around it. And I think, possibly coming to the third point on here 
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is negotiating that and agreeing on what it really looks like, together rather than it 

being one or other view is it's bringing things together.” P22  

“Can only attempt to influence so much. Again, credibility through consistency with your 

coaches is a crucial barometer of how hard to push some things. Subtle influencing often 

the way.” P8 

“I think it [the level of advocacy] comes down to those things, analysts experience and 

an analyst knowledge within the sport, …therefore, does the coach trust what you're 

going to say? And then ultimately, you've got the wider view of the sport. So as long as 

the coach is engaging with that, and open to that, then you've got a good view that's 

not necessarily biased by what they're trying to achieve.” P21 

“The coach/ Manager would usually shape the tone and questions/ or lack of to their 

needs. I usually tried to influence the delivery to maintain a clarity of message and avoid 

long meetings would reduce the impact of the message. I would keep my own records of 

meeting length and take notes, but this was not requested.” P12 

 

Overall, the positive aspects of the applied PA role did not receive as much airtime as the challenges. 

Participants identified the key elements of self-determination theory: autonomy, competence, and 

relatedness, when they expressed high motivation and enjoyment of the role. This was commonly in 

the context of feeling that they had contributed in a meaningful way: 

“Sometimes, and my preference, where I felt I was getting more job satisfaction when it 

was more interactive, and you had more input and there was more discussion back and 

forth. And I think that was... you felt like you... there was more of a, you're on a level 

with the head coach or the manager and you were actively involved...” P12 

 

“I was massively valued in terms of being able to give an opinion, being heard, you 

know, not always following through, but that's their job, you know. Now, to me, the 

staff we had actually, that was one of their biggest strengths. They would absorb 

multiple bits of information, whether it's video or data, and then they would decide 

what went to the players. And it might be, you know, 10% of what we gave them. But at 

the end of the day, if they felt like that was enough, then that's what they felt was the 

right way to do it.  And... for us, we felt we'd done... [our job]” P13 

 

“Sometimes the coach affords you the opportunity to drive it, and your own philosophy 

is allowed to drive the whole process, and you can put your own marker and stamp on it. 

In recent years, I've worked with a couple of different coaches who have afforded me 

that opportunity, and it's nice to have that trust given to you.” P22 

 

“I was lucky at [Professional Club], because I did actually work with... one manager for 

five years who really did take on board a lot of the work we did. And we knew that it did 
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have an impact in training. Quantifying... well, I'd say, impact. He did actually use the 

data to try and put into place training sessions according to strengths/weaknesses 

maybe.”  P15 

 

The findings in this section have been interpreted as explaining the purpose or ‘why’ of applied PA 

practice. Participant perspectives are understood to articulate an aspiration to add and influence 

decision making, thus the purpose of an applied PA practitioner is to operate within the 

performance ecosystem and contribute to successful performance. 

 

5.3 The ‘What’ of practice: Applied PAs generate and translate 

valuable information to co-create knowledge, and design learning 

opportunities to promote its understanding 

Study participants identified knowledge co-creation and dissemination within an 

organisation as the ‘What’ of their practice (Table 5.2 below). This process has three phases: applied 

PAs generate bespoke, integrated, reliable and valuable information; applied PAs translate 

information directly with stakeholders to co-create knowledge; applied PAs play a role as educators, 

investing significant time and consideration into designing and supporting learning opportunities for 

a range of stakeholders. 

 

TABLE 5. 2: THEMATIC MAP OF APPLIED PA PERSPECTIVES ON THE WHAT OF PRACTICE: APPLIED PAS GENERATE AND 

TRANSLATE VALUABLE INFORMATION TO CO-CREATE KNOWLEDGE AND DESIGN LEARNING OPPORTUNITIES TO 

PROMOTE ITS UNDERSTANDING. 

Higher Order  Lower Order No. Quotes 

Phase 1: Applied PAs Generate 

bespoke, integrated, reliable 

and valuable information 

Understanding needs of stakeholders, context and the performance 

question are key to generating bespoke valuable information 
101 

Data from various sources must be integrated, analysed and 

interpreted 
13 

Reliability is critical to the credibility of information 28 

Phase 2: Applied PAs translate 

information directly with 

stakeholders to co-create 

knowledge 

Applied PAs perform a data translator, interpreter, information 

curator role 
58 

Good relationships are key to translating feedback messages 12 

Phase 3: Applied PAs as 

educators investing significant 

Applied PAs invest considerable time and effort in visualisation 

which tells a story 
3 
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time and consideration into 

designing and supporting 

learning opportunities to 

disseminate knowledge to a 

range of stakeholders 

Applied PAs may deliver feedback at meetings 20 

Applied PAs must invest time preparing for and scaffold 

information delivery: design learning opportunities 
55 

Applied PAs often provide technical support for coaches delivering 

feedback 
6 

Athlete experience and engagement with feedback is a very 

important consideration for Applied PAs 
16 

Feedback is tailored based on contextual intelligence, 

understanding individuals and the context or dynamic of the people 

before feedback 

18 

Tailoring the location, environment, timing, and duration of 

feedback is critical 
26 

 

 

5.3.1 Phase 1: Applied PAs generate bespoke, integrated, reliable 

and valuable information 

The first phase in creating knowledge is to collect valued information and participants 

indicated that information had three characteristics: it was reliable, integrated and bespoke to 

stakeholders needs. The bespoke nature of the performance information generated by embedded 

practitioners was based on their understanding of needs of stakeholders, context and the 

performance question.  The importance of investing time to fully understand the needs of individual 

stakeholders was emphasised by many participants and they identified high quality relationships 

between the applied PA and stakeholders as central to achieving this.  There was consensus that 

‘inhouse’ PA expertise produced bespoke data that seemed to have more value to stakeholders as it 

was specific to their needs: 

 

“Engage with external analysis providers to obtain data - this is something we want to 

move away from to be very specific and bespoke to the type of data we need therefore 

we will look to collect all of our own data.” P11 

 

“For me one of the fundamentals in terms of making sure that... are we actually 

collecting what we're wanting to collect and with the emergence of all these wonderful 

secondary data companies, which is fantastic for creating some interesting 

visualizations, which are general, but is it actually club specific or team specific and 

philosophy based?” P20 
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“I think at the moment, and you can see that maybe bigger companies would be taking 

over... you know, looking at statistics for teams, that there would be kind of a general 

overlook, and you'll start to miss that …coach-analyst relationship, that's so important. 

…And then if you outsource it that can be quite lost. And then you're missing the domain 

expertise, it's just a regurgitated report to you.” P26 

 

“Sometimes other departments within an organisation may be supported by data or 

analysis that you are providing i.e. the commercial department. Their needs need to be 

taken into account but they also need to be presenting and displaying the same data 

that is being fed back to the coaches and the team for consistency of messaging.” P14 

 

Participants were also concerned with checking the reliability of secondary data sources before they 

are used, as reliability of data was closely linked to participant credibility and sentiment was that the 

applied PA is responsible for ensuring protocols are in place to produce reliable data: 

 

“If we change GPS for example [we] will do quality control checks, if we [are] using data 

provider we will check the quality of their data.” P15 

 

“An assessment of the data available within the sport is necessary to understand 

whether you can answer the performance questions raised. If the data is third-party 

then has an assessment of its accuracy, reliability and definitions been undertaken? P14 

 

“... I see so many analysts working who don't question the third-party data that they 

receive. They just take it as gospel. Take whatever reports they get, and then just pass it 

on to the coach. You know, what are the reliability studies, what's the inter-operator 

reliability? What's the, you know, tolerance levels on particular metrics? Are more... 

some metrics more accurate than others? They don't question this, they just take it as, 

'Oh [data company] gave it to me, so it must be right.' It's terrifying.” P14 

 

 

The importance of relatedness and involving stakeholders in system design was emphasised as key 

to their sense of ownership and investment in the project: 

 

“An important aspect of designing the system is then explaining it to the relevant 

stakeholders in a way that makes sense to them and connects them to the project. They 

won't care about how hard it is to design, just the output.” P14 
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One participant pointed out that sometimes stakeholders have difficulty articulating performance 

what their needs actually are, which can be challenging, and another felt that often coaches and 

analysts just do what has been done before: 

 

“The biggest challenge with regard to establishing performance measures is often the 

quality of performance related questions asked by the coaching group, or in fact 

absolute clarity of game model and understanding of ‘what good looks like’.” P8 

 

“I don't think people know what they're doing. I don't think all the research that has 

been done in the past has not been any good. I don't think people know what they want 

in clubs. I don't think heads of analysis know what they need to do. I don't think most 

performance analysts know, really, like really... they just do what the person before 

them has done.” P19 

 

The concept of conducting a sense check or usability study with athletes who are often key 

stakeholders was identified with by many participants as a helpful guide in what they might 

subsequently consider to be valuable information: 

 

“And the reason why I put that comment in about the athlete actually, because I think 

it's, it can be a three-way street, depending on the experience and level of the athlete 

and the age of the athlete and how reflective they are, just because I've seen a few of 

the Olympic sports where some of the top individual athletes are part of that triangle as 

well. It's not just a two-way street. It's a three way, like, triad, if you want to call it that.” 

P21 

 

“I've done my market research using this method / vehicle now or what how it's going to 

work in the time window that exists within that tournament, but I would never say that 

what I'll follow this through [with] a questionnaire or some kind or some kind of formal 

report that says great 70% of athletes are happy with [the] new toy. I've never done it in 

a formal way, but very rarely would I rule out something that I haven't dipped my foot in 

the water with the athletes first to see does this work, will this raise a need, will this fit a 

need.  …If you do a usability study in athletes who don't like [it], that doesn't necessarily 

mean it wasn't a good tool, or a good idea or a good data set, that could simply be 

athletes not being comfortable with that level of honesty or that transparency. It 

depends what you do with the usability study.” P7 

 

Participants highlighted of the importance of their role in interrogating and interpreting data, 

particularly modelling data, to produce credible, valuable information and insights. These quotes 
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illustrate participant perspectives on the mechanics of interpreting data and the nuances of 

language of interpretation:      

“We need to understand our data, we need to know its limitations. You know, small, 

we're dealing with small data, how do we interpret small data? So I think dealing with 

different data sources, data types, and then obviously that the appropriate 

understanding of what you need to do with that data, whether that's not statistical 

because of the x, y, and z, or whether it is actually you need to go and, you know, use 

appropriate staff. P10 

 

“That data scientist would almost potentially collect a lot of that data through scripting 

and programming and scraping of those insights to then and interpret that, and then it's 

for us then to interpret into a coach's language.” P21 

 

“The most advanced kind of data and statistics that we would kind of do, and we would 

use where we would use the mathematicians, that would... that data would not be 

delivered to the coach, and it would not be delivered to the player. It would be delivered 

to people on the executive side of the club: sporting director, chairman.  …We had to 

interpret the information, and we would... we would deliver that to the appropriate 

audience and, you know, in the way that we thought was acceptable.” P17 

 

In summary, the perspectives reported in this section have been interpreted as confirming the 

role of applied PAs in generating, analysing and interpreting information to be used to create 

knowledge.  The most important characteristics of that information are understood to be its 

reliability and its value to stakeholders. What emerges strongly is the care, effort and craft applied 

PAs put into tailoring the information generated to the needs of stakeholders and the performance 

environment, and concept that the more bespoke the information, the more it is valued by 

stakeholders. 

 

5.3.2 Phase 2: Applied PAs translate information directly with 

stakeholders to co-create knowledge 

The concept of the applied PA translating information directly with stakeholders to co-create 

knowledge and insight was widely evident in discussions. Participants used the term ‘translator’ 

frequently: 

“We call [it] …translating …a lot of technical leads will really focus on the translation and 
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making sense of it …you got to land it with a with a PD, you know, all the way down to 

the athlete in the action.” P10 

 

“I sit on the PA front, I guess, data scientist is more like getting hold of that data, pulling 

it into places doing quite / very mathematically type things. We use it then …an analyst 

would be then using that information to translate it to the coach almost being like the 

right hand of the coach type thing.”  P21 

 

“In my experience, live data feeds are very complex for coaches, and they have preferred 

reviewing video incidents during the performance. There have been improvements, but 

concise points translated into more sport specific terminology is more impactful than 

directly providing live data feeds.” P12 

 

One participant argued that it is not possible to generalise the applied PA role pointed out that: 

 

“Some people don't do that [work with a coach to understand data] …sometimes only 

the heads of analysis will deliver the feedback to the coach. All the other analysts don't 

do that.”  P19 

 

The early career analysts, whose roles focused primarily on data collection, pointed to the fact that 

they translate data for the Head of Analysis, who in turn relays this to key stakeholders:  

 

“…he [Head of Analysis] is very good with his words, he's very good at putting your point 

across. He's very good at arguing your side. But also taking on the points of what the 

coach has to say. And I feel... yeah, it's brilliant when [Head of Analysis] says 'I'm going 

to step in, and I'm going to... speak with the coaches.'. They have weekly meetings, but 

because he is the lead of PA, myself and [Name], the other two analysts we're not... ever 

really brought into that kind of circle …everything is relayed back to us.”  P27 

 

“I'm kind of the secondary contact, and basically... so like, I'm never... like I wouldn't be 

directly in contact with the coach. I'd usually work through someone, they build it back 

to the coach. So it's kind of like I'm being told... this, you... like, this is what you have to 

do. And then like, I do the work, and then relay it back.” P24 

 

Several participants described the nature of interactions that led to knowledge co-creation within 

the performance ecosystem and their role in this: 

  

“The competition season is also very long so there is a lot of informal discussions, 
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problem solving and feedback of solutions without formal briefs of each step in the 

process.” P12 

 

“…if you go in kind of too headstrong, as like 'Oh, I've seen this, this is what we need to 

do, duh, duh, duh, duh, duh… and it's different to what the coach says, then your idea is 

going to fall on deaf ears. So, it's kind of on you as well to manage that situation, and 

almost manipulate the coach in a way to get... to make them think they've come up with 

your idea, as opposed to you going in too strong with the idea yourself.” P25 

 

Participants repeatedly emphasised the importance of knowing their audience and tailoring 

information delivery and language specifically for that context or person in this knowledge co-

creation phase: 

“…you can interpret what you've seen, either from the... you know, whether it is video, 

whether it's data or visualizations, and actually try and tell a story, but... in coaches’ 

terminology; because it's for the end user, it's not for us, we're there to help the coach or 

the player or the athlete. So, you should talk in a language or use words that they 

understand.” P12 

“I think what it boils down to then as well as using this [big data] and translating it to 

what the coach is looking for, and the PD is looking for.” P9 

“At [Professional Club] we were very fortunate to have a data department. You know, 

each club is going to be different in terms of the staff, they have, the expertise they 

have, whether it's in house or from third parties. But the relationship there, we were 

fortunate to have somebody who… could speak football, but also was very, very data 

driven. But 9 times out of 10, the kind of translation from a data side was via us. We 

would obviously understand and interpret the data from what he was saying, but we 

obviously then know the football side of it from what the coaches are asking, so: 'Was it 

relevant?'.” P13 

 

This section provides evidence for the role played by applied PAs in translating the information they 

have generated to co-create knowledge. Participant perspectives are interpreted as highlighting the 

importance of practitioners understanding the people they are translating to and tailoring their 

language and approach to meet the bespoke needs of stakeholders. This strongly supports an 

impression of these practitioners as highly skilled in relationship management and contextual 

intelligence. 
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5.3.3 Phase 3: Applied PAs as educators investing significant time and 

consideration into designing and supporting learning opportunities 

to disseminate knowledge to a range of stakeholders 

The idea of Applied PAs as educators or learning designers was quite prevalent, connecting 

back to their sense of purpose to contribute to the broader performance goals of the organisation. It 

was clear that they really care about how the knowledge they generate is delivered, how it is 

understood and how it is used effectively:   

“The analyst is an educator of the information that they have collected and understands 

the context behind this and can therefore help players and coaches understand the 

information.” P20 

“If I can't land the message, I may as well not have done any of the analysis. So, the prep 

phase of the [feedback] environment and how it plays out is pivotal.” P22  

“The technical support side of meetings is key to hold the attention of athletes and 

ensure the messages delivered by the coach, player, orator is what was intended. In the 

analyst position, you may be able to feedback or challenge the speaker post the meeting 

to ensure the desired outcomes were achieved.” P25  

The embedded nature of the role and the appreciation of the day-to-day changes in context that this 

presence brings was a key tool for Applied PAs in how they approached the design of learning 

opportunities: 

“Context again is most important - we do not have rigid models of feedback. We do 

what is right at the time given the game or training session at hand, taking into 

consideration their needs. Carefully plan break out groups so that individuals can each 

contribute and not be overwhelmed by others.” P22 

“Understanding current competition demands is important, but also having a thorough 

understanding of the daily and weekly schedule is important to allow us to tailor and 

positively influence the delivery of any analysis to our squad.” P8  

“The physical and mental load on athletes needs to both be managed well. Again, 

creating a positive learning environment for the athletes.” P14 

“The softer skills of an analyst’s role are incredibly important, and whilst there often isn't 

a perfect time, you can quite easily find the wrong time for players or coaches to be in 

the right moment to be receptive...”  P13 

 



102 
 

While not every applied PA will deal directly with athletes, many do, and a common vehicle to 

disseminate knowledge is through team meetings. The following examples demonstrate the levels of 

consideration, advocacy and time applied PAs invest in co-designing and managing meetings which 

they hope will provide effective learning opportunities. 

Example 1: 

“I worked with [Sport] over eight years.  Relatively early in that journey, I was able to say 

them [coaching team], I'm amazed that you think the meeting time, the meeting 

duration, the number of clips, is identical, it doesn't seem to change regardless of early 

season, late season, winning streak, losing streak, somehow, we're all still bolted into a 

45-minute meeting that starts with A finishes with C.  

And he was kind of taken aback by it... …He [Head Coach] absolutely bought into the 

idea of: how do you engage the senses of these people if they already know exactly what 

you're about to do? So [after this review] what we started with, what we finished [with], 

what the tone was, who the different speakers were, we just created a completely 

different atmosphere and vitality to the meetings.” P7 

 

Example 2: 

“I've certainly realized in the last two or three years is that a lot of coaches now are ex 

professional athletes, who may not have a good theoretical underpinning of a coaching 

process or are actually good, methodical workers.  

And actually, in terms of how they fit PA delivery into a program and why we deliver and 

how we deliver, I don't think there's a lot of thought that goes into that anymore. I think 

it's actually, we have to have a meeting, because it's what we should do. Instead of… 

actually, there's a different way to deliver a piece of information, or we don't need to 

see any video to reinforce a point or deliver a message.   

And that's something that I've grown confident to challenge now: why do you feel the 

need to show that? Can we deliver this in a different way that might be, that might hit 

home in a slightly more impactful way?” P8 

 

Example 3: 

“I've had experience of a head coach has a lot of key messages that he wants to deliver, 

but never thought about the delivery. He's really clear in what he wants, and he's got so 

much information in his head and he's like, 'these are the points and topics that we need 

to speak to the guys about.'.  

When I first joined him and his team, I [asked him], 'Has he thought about how he wants 

to portray it with video data?', just getting to know his style. And he was just like, 'No, 

I'm just going to get eight minutes worth of video and talk through the points with the 
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guys.', and he [had] never really thought about it.  

We had a few heated discussions because he would have one hour debrief with the lads, 

and you'd be looking at them and they had no engagement whatsoever, and after they 

always go to the analyst and they're like, "What was that?" 

And we formed a really good partnership, we got into a habit in preseason of him then 

saying to me after the session, 'What are the key messages?', 'What do you think the 

guys took out of it?'...the guys [coaches] would often speak to me about different clips... 

post match...  after all the emotion had gone, typically the next day, he would talk 

through his key messages. 

…And we just got into a cycle because he would keep asking me for feedback of 

meetings that I kept noting it down. And sometimes he didn't like it, which is fine. And I 

never took it personally, obviously. But eventually, he started getting into a pattern of 

thinking a bit more about the players, which is the most important person when you're 

delivering it. 

So, that note keeping, not just on the coach, but as in... the technical side... for the 

analyst is 'How effective were we? Could we have made something... A key point more 

visual? Could we have incorporated more data? Could we have done anything to help in 

that situation?' So... ongoing, and we do it as a group now as analysts they say if there's 

anything significant in your meeting, keep a track of it as a self-assessment log of 

yourself and what you've delivered, but also to the players and the coaches as well.” P11 

 

The contributions regarding the third, or dissemination phase of knowledge co-creation are 

interpreted as further evidence of the role of applied PAs as skilled educators. They highlight the 

importance of pedagogical training for applied PAs, particularly in applying pedagogical principles in 

the context of a sports performance environment. 

 

5.4 The ‘How’ of practice: Embeddedness within the performers’ 

organisation allows applied PAs build relationships, contextual 

intelligence and the credibility of their Service 
 

“For me, the actual, the doing is, is in being immersed in the environment and actually 

undertaking it.” P22 

The sentiment expressed in the quote above is reflective of this overarching theme identifying 

the embedded nature of the role of an Applied PA within the performers’ organisation, a sense of 

belonging and contributing to something bigger. This aligns very strongly with the relatedness aspect 

of self-determination theory. Participants connected embeddedness to their ability to build and 
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foster strong relationships, to build their credibility as practitioners and the credibility of applied PA 

as a service and to gain the contextual intelligence which drives their professional decision making. 

The identification of these three elements as fundamental to enabling effective practice, leads to the 

interpretation of Embeddedness as the ‘How’ of applied PA practice. The different strategies, 

responsibilities and tasks which participants undertook in order to become embedded were 

discussed and captured.  Their perspectives have been grouped under three subthemes: relationship 

management with diverse stakeholders in a highly political context; self-management within the 

demands and expectations of the organisation and service management in an embedded context. 

 

5.4.1 Relationship management is a primary concern amid diverse 

stakeholders and a micro-political climate  

“Relationship building, and more importantly, relationship management is a huge part 

of day-to-day practice. Sport is a people business.” P8 

The importance of relationship management to an embedded Applied PA is emphasised in the 

quote above and consistently by participants. The myriad of stakeholders with whom they engaged 

with internally and those external to the organisation are captured in Figure 5.2, demonstrating the 

diversity of relationships Applied PAs are often expected to manage. Participants strongly linked the 

quality of relationships formed to their level of embeddedness, revealing a high level of emotional 

and contextual intelligence in how they manage relationships. This embeddedness, and 

understanding of the characters involved, in turn allows them to perform their role effectively: 

“I think the relationships piece is pivotal to everything we do, because I think all too 

often, there's scenarios where …analysts are seen as almost an outsider and a person 

who's not truly part of the team in some cultures and contexts, whereas for me, I'm 

always really keen to develop a really strong working relationship with coaches with, 

obviously the athletes themselves, but also the other members of the Sport Science 

Team.”  P22 

“I've put to the upper end focus on relationship building within your team, with those 

who work above / below you, and finally those who will be utilising the aspects you 

create whilst in your role.” P21 

“A key part of my work as an analyst and as an educator is helping / understanding how 

to establish and maintain relationships with key stakeholders within clubs and 

organisations but a broader network for sharing knowledge and expertise is required.”  

P20 



105 
 

 

  

 

FIGURE 5. 2: THE STAKEHOLDERS APPLIED PAS ENGAGE WITH WITHIN AND EXTERNALLY TO THEIR ORGANISATION 

AND THE KEY FACTORS FOR RELATIONSHIP MANAGEMENT IDENTIFIED BY FOCUS GROUP PARTICIPANTS  

 

Participants felt relationships needed to be purposefully cultivated and identified several 

factors which contributed to this at the difference phases of relationship development, each 

underpinned by high quality communication skills, contextual intelligence and consistent, quality 

service delivery. These factors are illustrated in Figure 5.2 and the original codes which comprise 

each theme are detailed in Table 5.3 below. 

TABLE 5. 3: THEMATIC MAP OF APPLIED PA PERSPECTIVES ON THE KEY FACTORS FOR RELATIONSHIP MANAGEMENT 

WITH DIVERSE STAKEHOLDERS IN A HIGHLY POLITICAL CONTEXT 

Higher Order  Lower Order 

No. 

Quotes 

Consistency of high 

quality delivery is key 

to building trust in the 

practitioner and the 

service 

Applied PAs must be dependable, show initiative and be able to work under pressure 21 

Applied PAs must show they are adding value 2 

Applied PAs often go the extra mile 8 

Importance of objective and reliable data 24 

Importance of personality traits, interpersonal skills and ability to learn 17 

Importance of Trust - Credibility to relationships 16 
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In performance sport everyone is a leader and must lead 4 

Emotional and 

contextual intelligence 

are key to sustaining 

relationships 

Critical importance of identifying context to the role of applied PA 13 

Micro politics of relationships 20 

Power imbalance between coach and analyst 12 

Presence is key to integration and understanding the environment 6 

Understanding stakeholders' motivations, philosophy, needs, decision making 

processes and PA experience 
11 

Presence and ability 

to fit in are key to 

building relationships 

Applied PAs challenging the coach's thinking 6 

Applied PAs must FIT IN - build rapport easily and be excellent communicators 13 

Applied PAs must purposefully establish relationships 4 

Rapport is built through informal conversations 13 

      

 

The importance of presence was highlighted, particularly when Applied PAs are building 

relationships. The concept of ‘presence,’ of being around for informal interactions to build rapport 

and have casual conversations seemed to be key to embeddedness and the cultivation of strong 

trusting relationships between the applied PA and stakeholders: 

“Informal and ad-hoc meetings are so important in building relationships and trust 

which then enable more formal meetings and messages to be greater understood.” P25 

“Meet and build rapport with the coaching staff and multi-disciplinary team - this is a 

big part of the initial stage of engaging a role to build trust which then in turn gives you 

the ability to apply your philosophy of practice” P11 

Presence also afforded applied PAs the opportunity to observe the environment, the culture and 

dynamics which contextualise their practice. Participants felt that this was key to sustaining 

relationships and they needed to build contextual intelligence to function and have influence within 

the complexity of the performance ecosystem:  

“Sometimes there's just an urgency about sport, that the sense of going in and scoping 

and, and taking time and considering things is almost seen as a weakness… …and that 

just comes from an urgency and might apply even more than a professional sport than, 

than I do, but the sense of scoping is, is almost, if, well that's a bit of a skive, just going 

and watching and listening and in fact, some of the nuggets you'll pick up and some of 

the senses, you'll have that will prevail from that, some are really important.”  P7 

“So when you're going into these cultures and environments, go and smell it go and like 

really, actually, purposefully go into that environment, not just with your technical hat 

on, but with all the other things that are really important. … you're obviously going in 

and looking at the environment and working out how you're going to work in this 
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environment, and deliver in this environment, and connect with people in this 

environment. But also, you need to be looking at the organization, what, what is the 

culture, like, you know, what the behaviour is, what's accepted, not accepted, and all 

that sort of stuff.” P10 

“Just find out kind of how the environment works, what the culture and people are, how 

the coaches like to work as in their culture of the environment? And who was who, was 

who's within the organization like who do you have to liaise with, engaged with and 

influence, I guess.” P21 

 

Embeddedness helped practitioners gain contextual intelligence about stakeholders; an 

understanding of their motivations, philosophy, needs, decision making processes and PA 

experience which would inform how they could use their influence in the knowledge co-creation 

process: 

“If you don't really have an understanding of what the team or what the club or 

organizations are wanting to work towards, and you don't understand the components 

and characters that you're working with, then you're probably going to end up pulling in 

different directions, and therefore, the quality of work in terms of the data and 

information that you're collecting... actually, it doesn't really matter, because it may not 

be aligned to what the club, the organization and what the people in that role want 

really.” P20 

“The way I worked, our analysis is always very close to coaches, and that meant there's 

always a lot of pressure or direct questions and analysis and feedback. And, and that 

again, you know, there needs to be a certain level of... sort of skills: communication, 

understanding, reading the room, all these various things to do that.”  P12 

 

Participants were acutely aware of the importance of managing the micro-political demands of the 

environment: 

“The fact that I have a coaching background... he [Head of PA] took [it] that I was with 

the coaches, and I was against him. Rather I was trying to just do my job and try to do 

what was best for this scenario. I kind of had to make it clear to him that, like, I don't 

really care about any of the political stuff, I'm only here to do a job.” P23 

“This is... my role at the [National Governing Body] ... it's very political.”  P15 

 

Another key factor in managing relationships was building trust in the practitioner and service 

through consistently high-quality delivery, illustrated by the following quotes:  
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“I keep telling young analysts …is that you can't... you're not just gonna turn up at a 

football club and go 'Tah Dah, look at me, speak to me, I know loads about football.'... 

You've got to... you got to do the dirty work, you got to be ratting around, long hours, 

just delivering job after job after job that they want, for however long that takes.  

Build up the levels of trust until one day, they may ask you your opinion on something 

one day, but until then it's 99% listening 1% talking.  

…you've got to earn your stripes and build the trust to get to that level to then voice an 

opinion. And then only when asked until, you're in that sort of great two-way 

relationship.”  P14 

“Strong coach-analyst relationships allow for the ability to check and challenge any 

assumptions or biases. Key to these relationships is credibility. Develop credibility 

through consistency with coaches. Trust from the coach and challenges delivered by the 

analyst in the correct way important here.” P8 

 

In interpreting the evidence in this section, it is important to reflect on the emphasis participants 

placed on the importance of trusting, high quality analyst-stakeholder relationships in facilitating 

knowledge co-creation. In this section participants describe the processes of building and managing 

those trusting relationships by presence, informal contact, consistency and contextual intelligence. It 

was concluded that the factor which determines how strong analyst-stakeholder relationships 

become, is the embeddedness of the practitioner within the performance ecosystem.   

 

5.4.2 Embedded service management builds credibility by effectively 

managing resources and the system, but lacks formal planning or 

evaluation 

The most basic function of an applied PA within the performance ecosystem is to provide 

information and feedback. The terminology to describe this function was not universally understood. 

The word ‘service’ was used, but seemed to have different meanings to different participants, the 

first whereby PA is external to the organisation: 

“It's so important to have an in-house analyst and I think… it's just... are you going to 

have a part time or a full-time analyst that's putting in ridiculous hours, or are you just 

gonna give it to some service that's just gonna go and do the hard work?” P24 

 

Another person used the word service to illustrate when the Applied PA was not seen as integrated 

“staff” actively involved in the knowledge co-creation process: 
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“In my experience, there's almost sort of two strands of either, you're very much a 

service... and I think, like some people have mentioned where you create content and 

hand it off, and then someone else interprets and decides what to do with it. Or, you can 

end up... that there's a key contact, it's a coach or an assistant coach… you're on a level 

with the head coach or the manager and you were actively involved.” P12 

“…sometimes analysis [are seen as] staff or a service, where it is: they collect 

information pass it on, and there's no... there's collaboration” P12 

“The organisations I worked in didn't see analysis as a formal service, it was a very 

organic on-going process based on informal discussions and collaboration.” P12 

 

The third and most prevalent use of the term considers applied PA to be an embedded 

service, and the role of an embedded applied PA as a ‘service provider’:  

 

“Are you a product like a transaction? Or are you a service? …we want to be a service. 

We want to have a seat around the table.” P10 

“My student has actually been able to sense and contribute to the whole journey that 

we're taking, not just as analysts, but as service providers …so he has sort of seen the A-

Z of being an analyst.” P7 

“…the same service from the analysts is always consistent and often expected if more 

fixtures are added.” P13 

“Holding the service provision and the analyst accountable is massively important, if 

there is no accountability and revisiting of the aims and goals that individuals can start 

moving in opposing directions rather than working in tandem towards a shared goal”. 

P20 

“More competition footage is captured online now rather than in the 'flesh'.  This works 

from access and costs perspective but does have limitations for integration of analyst 

and impact of the service.  Out of sight out of mind!” P9 

 

It is important to clarify that this thematic analysis was completed on the assumption of the third 

understanding of the term service (Carling, 2019), where applied PAs are seen as service providers 

embedded within the performance ecosystem, applying their expertise and resources for the benefit 

of others and the organisation (Vargo et al., 2017). The confusion around this term is important to 

note, given the many other misunderstandings also reported relating to applied PA practice. Four 

higher order codes were generated, capturing the points made around: service planning; resource 
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management; service oversight and service evaluation. These themes are detailed in Table 5.4 with 

their constituent lower order codes.  

TABLE 5. 4:  THEMATIC MAP OF APPLIED PA PERSPECTIVES ON SERVICE MANAGEMENT AS AN EMBEDDED 

PRACTITIONER 

Higher Order  Lower Order 

No. 

Quotes 

PLANNING 

SERVICE 

PROVISION is 

needs driven and 

often informal 

Coaches needs and competition demands dictate service model and plans 15 

Multi-sport service model brings specific challenges 1 

Need to liaise with broader organisation when service planning 8 

Plan from the outset how the service provision will be evaluated 3 

Senior applied PA generally negotiates the service plan and allocates roles 10 

Service planning is often informal, short term and adapts in season 15 

Solid service planning clarifies expectations and maximised time efficiency 2 

RESOURCE 

MANAGEMENT 

consumes 

considerable 

energy and 

effort for 

Applied PAs 

BUDGET - Applied PAs make judgements and recommendations on key expenditure  12 

EXPERTISE - Applied PAs seek sports science and data science support for complex projects 15 

RECRUITMENT - Considerable time investment in PA departments to make suitable 

appointments and build a team 
11 

TIME - Time management in creating and managing workflows or adopting new technology 23 

SERVICE 

EVALUATION is 

generally weak 

with few models 

of good practice 

Applied PAs reflect on practice but rarely measure impact, quantify or communicate the 

value of the service 
6 

Customer satisfaction and athlete performances are a common measure of success 3 

Few models of practice to compare or benchmark with 7 

Importance of showing the value of the service 1 

Making time for robust evaluation facilitates improved service provision 14 

Need to evaluate effectiveness of our feedback 22 

Service evaluation processes are weak - are often informal and infrequent 19 

SYSTEM 

OVERSIGHT 

consumes much 

of an Applied 

PAs time and 

attention 

Critical importance of ensuring appropriate data management and protection measures are 

in place 
10 

Difficult but important to make time for reliability checking 17 

Importance of ensuring appropriate preparation and scheduling to secure data sources, 

equipment, personnel, data feeds 
16 

Testing and modifying a system is a continuous process 11 
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Qualitative evidence from the survey and focus groups suggests that planning for embedded 

service provision within the performance ecosystem is needs driven but often informal and will 

evolve as the season progresses:  

“Needs Analysis is central to new work projects, and to timely refreshes of existing 

provision.” P7 

“I am involved in processes such as those mentioned in the Service Planning Section, but 

these can be very informal discussions and form part of my regular internal reflection/ 

obsession about my own/ others practice.” P8 

“With new management, delivery methods can change throughout a season even 

though it would have been discussed before the season starts. this can be as a reaction 

to a defeat or from feedback from players.” P5 

“The main thread of the plan is held to, but often new ideas from the coaching either 

add or take away from the plan. Depending on how their own philosophy develops and 

results. If the coaches have a clear way in which they see the service delivery, there is no 

negotiating.” P11 

 

There was little evidence of practitioners considering how applied PA service provision would be 

evaluated during the initial planning phase, aside from some observations and aspirational 

comments: 

“Holding the service/provision and the analyst accountable is massively important if 

there is no accountability and revisiting of the aims and goals that individuals can start 

moving in opposing directions rather than working in tandem towards a shared goal.” 

P20 

“I do not think there is often much negotiation in the evaluation of service delivery in 

professional football. This maybe because of the number of games (e.g. 50-60 matches 

per season at a top club - 2 games a week).” P17 

“As the season progresses processes should be constantly evaluated with the end goal of 

improving the end product for the consumer, ie the coach and team.” P6 

Participants indicated that they invest considerable energy and effort in resource management with 

budget, time constraints, recruitment and securing additional expertise for projects, the main 

priorities:  
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“Less than 20% of my time is for managing the system that I'm trying to support and 

build with colleagues and with partners and contractors. And fortunately, the vast 

majority of that comes under that strategic thinking, meeting with the sports, putting 

together the scheme of work, the key moments, the staff that I'm going to put to that.” 

P7 

 

The sense of belonging and embeddedness within an organisation is evident in one applied PA’s 

perspective on how they make judgements and recommendations on expenditure: 

“I have to write a lot of proposals and budgets every year. And I always take the 

approach that I'm working on the business, not in the business. So, if I can save some 

money somewhere, that will come back and help the business.” P8 

 

There was ample evidence of pressure on applied PAs to continuously upskill, keeping abreast of 

developments in technology particularly: 

“For me PA is constantly evolving, primarily through technological improvements but 

also new thinking on ways of analysing and coaching sports. Like every endeavour, this 

evolution has to be managed.” P6 

“Many of these things are iterative and are a constant cycle of improvement. And you're 

always working on it. It's like system design never stops, because... and again, 

depending where this fits in probably, you know, domain technical expertise, you're 

always trying to adapt to changes in technology, changes in software, changes in 

hardware, adapt that into your system design, 'Is it worth us moving on to this new bit 

of kit?', or 'Does it... does it give us anything for the extra cost, and does it fit into our 

legacy systems?', you know, all these sorts of things that you're trying to manage.” P14 

 

Applied PAs’ decisions and discernment around creating and managing workflows or adopting new 

technology hinge on various constraints such as existing technology, budgets and weighing up 

potential benefits of a new workflow against the learning curve investment:  

“Companies will try to get you to look at their new technology. You may like it but could 

be locked into a deal with an existing software provider. You may not have the time to 

learn how to use the new software, especially when there are quick turnarounds 

between matches. Even though the new technology might be better, it is easier to stay 

with what you have learned to use.” P5 

“When we did change, obviously you're learning a whole new system, and only for 

lockdown... we would not have been in a position really to continue …because of 
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lockdown, we could refine everything and we had a period of time  …where you could 

actually sit down and evaluate what you were doing, put your processes in place and get 

that sorted.  I suppose now that we have that move made, and we've all the hard work 

done on it, that now, actually we're in a position to benefit from it.” P4 

“An interesting dynamic for me to consider… previously workflows had been established 

(changed sometimes too) but often developments (additional products) needed to fit in 

with our existing process. Starting from a blank canvas often the analysts dream... but 

still no one product fits all solution & have different culture/financial challenges to 

consider.” P13 

 

The process of recruitment to PA departments requires considerable time investment in order 

to make suitable appointments and build a team. The final element of resource management for 

applied PAs is around expertise, with several participants discussing how they seek support from 

sports science and data science experts for complex projects.  Participants spoke of outsourcing the 

data analytics aspect of PA in particular, or collaborating with an inhouse data analyst, but 

emphasised their role in scoping the brief and analysing, interpreting and translating the knowledge 

created from such systems.  Participant perspectives on working with data scientists and the 

technical skill sets they require are presented and analysed in detail in Chapter 6. System oversight 

consumes much of an Applied PAs time and attention and largely comprises the components of 

practice outlined in the Framework for Professional Practice. Some interesting points were made by 

practitioners emphasising the importance they place on testing and continually modifying a system, 

reliability checking, ensuring appropriate data management and protection measures are in place 

and appropriate preparations are made to secure data sources, equipment, personnel and data 

feeds. A belief in the critical importance of reliable data as the core business of applied PA and key 

to the credibility of practice is exemplified by this quote: 

“The whole point of the work we do is to inform future decision making and learning. 

Without a strong underpinning evidence base that establishes valid and reliable data 

then we are failing at our role/job.” P16  

 

Some participants expressed concerns about the quality of data protection and management 

protocols highlighting the critical importance of ensuring appropriate data management and 

protection measures are in place: 

“I also think data storing and protection are large blind spots in a number of 

professional organisations. Data management and protection are areas that pose some 



114 
 

very serious risks to sports organisations, but they do not directly influence performance 

in an obvious way so budget pressure means they can be overlooked and viewed as a 

lower priority.” P12 

 

In the qualitative survey responses in particular, many participants emphasised the importance of 

ensuring appropriate preparation, scheduling and resourcing to secure data sources, equipment, 

personnel, data feeds. It is apparent that the senior applied PA generally leads the planning process 

and disseminates work to others in the department: 

“As I have only just started with PA roles, many of my duties have been directed and I 

am still learning about the holistic needs of the PA department and how my time is best 

spent. I feel some of these points [in the Framework] are maybe more directed towards 

the head of department who I may input to rather than conduct directly myself.” P25 

“My work in applied sport is often in a very fast-moving sport where the gap between 

preparation and performance is very short. I was responsible for overall budgets, 

forecasting, personnel and scheduling work, but the sport was not built around short 

projects.”  P12 

“I was in charge of all analysis equipment - laptop, software, capture device and HDMI 

cables while there was a video person to record games. It was also up to me to get touch 

with external services providers as most games are live streamed. Therefore games may 

be captured from live stream or camera person may provide SDI connection.” P26 

 

While some practitioners described robust service evaluation practices, this seemed the exception 

rather than common practice, as many participants described informal and unreported evaluation 

practices: 

“My comment there is that it [service evaluation] tends to be judged through sports 

satisfaction and targets met. The program has had a good year and players are 

progressing, then all service providers seem to be judged well, haven't we done a great 

job together?” P7  

“l have always found post competition debriefs to be too loose and never really have 

productive follow through.  This should be better.” P9 

“Informally reviewing processes on an ongoing basis.” P2 

“Most of this process is informal and not too often coaches will value the need for a 

formal meeting.   Evaluation an area that is often overlooked, largely due to time 

constraints but also due to the ever-changing environment.” P13 
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“In my Head of Analysis role, we would evaluate a lot of work informally. We also 

undertook annual reviews with line managers”. P17 

“Often seek informal feedback from players, coaches and inter-disciplinary team along 

with self-evaluation and deliberation. Rarely compile this to go anywhere other than my 

head.” P22  

 

Participants lamented the lack of models of good practice available to compare their practice to in 

this respect: 

“This is a really nuanced & interesting area and one l am sure we can learn a lot from 

other professional practices.  l wonder is there a way of capturing this and package it for 

those who operate in a leadership role?  Catalogue a range of considerations when 

assessing our effectiveness on the ground.  [I] always evaluate the effectiveness of 

debrief sessions but should be more systematic in how l document this.  Tools & 

guidance to assist with this would be helpful.” P9 

Is it possible to benchmark your service against other teams or organisations? 

Uniqueness of each working environment withstanding.” P14 

 

In the following example, one practitioner explains their thorough approach to evaluating the quality 

and impact of the Applied PA service provided:   

“So obviously we will have annual reviews, but we also have monthly check ins, you 

know, which are slightly less formal. So there's an employment process to all of that. 

And that that is very individual, like really down to the person, you know, not just the 

role that's being delivered there. 

Within the sport …there'd be an expectation, and again, maybe this is something that, 

the behaviour you'd want to see in your practitioners, where they do the plan, do review, 

that, like what you'd expect an athlete to do. So they've just been to a competition and 

then the analyst team will review how that's gone from a technical point of view - 

delivery …what insights we've got from it, it could be from a coaching and analysts, you 

know, whole team, or even athletes in there, there's probably lots of different sessions 

that we're not involved in, where, you know, getting how big that those depends on 

what you're trying to get out of there the purpose of the of the review. 

They'll do that at the end of the season [facilitated review], and there's some that will, 

will do it all the way through, and some, you know, every day, so it's really varied across 

the system, but I think it's really important. 

…if you've got people questioning what you're doing, and why, it either reinforces why 

you're doing it, or you stop doing it, you know, so I'd rather stop doing something if it's 
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not useful …or I've got to find out ways to sell it better or whatever. But yeah, you just 

don't want to assume or make your own biases on how it's gone. So, you know, down to 

the athlete's feeding back on how the provision was at a World Championships. Did you 

get what you know, did you get how quickly to get the video? Did you get it when you 

needed it? Did you get the data to go along with it? Did it help your decision making? 

I am aware of practitioners that do that [formally with athletes] …especially if we're 

going into funding reviews, and stuff like that, they really want to examine why we do 

what we do, and the impact you're having, you want to know.” P10 

 

The concept of ‘value capture’ is seen as a critical feature of service business models, where energy 

and effort are directed to capturing and reporting the value a service has co-created. There were 

very few examples of this type of activity where applied PAs systematically quantifying or 

communicating the outputs of their work: 

“Have used a monthly reporting document before to help manage workload, also used it 

as feedback tool for quality and bandwidth of service as well as a tool to remind coaches 

of the sheer volume of work that gets completed.” P8 

 

The need to evaluate and demonstrate the value of applied PA work, and the fact that this is rarely 

done, was connected by one participant to how the profession is perceived and undervalued:  

“The biggest barrier to them [applied PAs] getting anywhere with a job or having more 

job satisfaction or more impact, is coaches not really knowing what they do. And even 

when they do, they don't maybe, don't see value in it. And that's sometimes because 

that's irrespective of whether they're doing a good job or not, they just don't know. So I 

absolutely think that could be one of the most important things out of all of this. And I'm 

not, I don't say that lightly.” P16 

 

An important finding in this section is that the term ‘service’ was interpreted by participants 

to mean different things in an applied PA context. The most prevalent understanding and use 

of the word was one where applied PAs are seen as service providers embedded within the 

performance ecosystem, applying their expertise and resources for the benefit of others and 

the organisation (Vargo et al., 2017). Participant contributions are interpreted to identify four 

facets of service management: system oversight, resource management, planning and 

evaluation, with the latter two receiving least time and attention largely due to the demands 

of service delivery. The fact that there were very few examples of value capture processes was 

taken as indicative that this was not common practice. The absence of value capture 
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processes was connected as a contributing factor to the misconceptions around applied PA 

and perceived lack of value placed on practitioners.  

 

5.4.3 Self-management is critical to embeddedness, practitioners 

must have the characteristics and behaviours to fit in and deliver 

within the performance ecosystem 

Focus group participants spoke freely about the challenges of self-management within the 

demands of the role and the expectations they often created themselves: 

“We've set the expectations, haven't we, we've over delivered ... at a detriment of our 

own health and wellbeing, and actually sometimes over delivered at the detriment of 

actually collecting too much data …you know, that we're not even using.” P10 

 

Two higher order codes were generated around self-management: the personal characteristics 

required for Applied PAs to ‘fit in’ and cope within the performance ecosystem; the professional 

behaviours required for successful practice in this environment. The higher and lower order codes 

for this theme is presented in Table 5.5.   
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TABLE 5. 5: THEMATIC MAP OF APPLIED PA PERSPECTIVES ON THE CHALLENGES OF SELF-MANAGEMENT WITHIN THE 

DEMANDS AND EXPECTATIONS OF THE ORGANISATION 

Higher Order  Lower Order No. Quotes 

Applied PAs must have 
the personal 
characteristics to enable 
them to fit it and cope 
within the performance 
ecosystem 

Analyst as influencer within the micro-political structure 17 

Applied PAs must be dependable - show initiative - be able to work under 
pressure 

22 

Applied PAs must be fast learners - adaptable and flexible 8 

Applied PAs must be resilient enough to cope with the impact of a high 
pressure, often poorly valued  and validated role   

125 

Applied PAs must fit in, build rapport easily and be excellent communicators 13 

Applied PAs often go the extra mile 6 

Applied PAs valued personal attributes as highly if not more so than technical 
expertise 

6 

Understanding your place is a very important trait for applied PAs 2 

Professional Behaviours 
are critical for successful 
practice in the 
performance 
environment 

Applied PAs are guarded about sharing, confidentiality is critical 11 

Applied PAs must constantly update their tech knowledge and discern when to 
adopt and learn new systems 

14 

Applied PAs must understand their own philosophy of practice 2 

Applied PAs seek and value professional networks and communities to share 
practice 

46 

Applied PAs should know the limits of their expertise and knowledge 15 

Applied PAs struggle with access to academic research and don't engage much 
with it 

26 

Novice applied PAs seek out opportunities for experience and learning 7 

Practitioners recognise the importance of self-awareness and personal 
reflection but maybe don't spend enough time doing it 

20 

Practitioners value accreditation but feel current international offerings lack 
credibility or tangible benefits 

16 

Successful applied PAs build contextual intelligence by researching the context 
and culture of the people and organisations in which they work 

15 

 

‘Fitting in’ was a recurring thread in the discussion with the suggestion that it is key to 

embeddedness. Many of the participants had experience of recruiting applied PAs to their 

organisations or putting students forward for positions and it is evident that employers value 

personal attributes which indicate the candidate may be a ‘good fit’ for their organisation as much, if 

not more so, than technical skills: 

“Some of the clubs don't really care if they're the best performance analyst in the world. 

A lot of it is about if they can get on with the other sports science staff, and if they can 
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communicate, and if they're not going to be disruptive. In some respects, the rest of it... I 

was quite shocked, actually, that they... we don't always... they don't always go for the 

best students, or the best on paper, or the best person with experience. A lot of it is 

about the rapport. 'Can they... can they fit in?', Do they see them fitting in? Do they see 

them communicating? Do they think that they'll be easy to line manage, and do the 

roles that the club want them to do?” P19 

“When I hired staff... we didn't always have a huge amount of stability or... a sustained 

time working with the same staff. But then what that means, and when there's pressure 

on results, it means that there's more pressure on every day, and what you deliver. And 

then that meant, …when you hired people ..we need people who can work quickly and… 

fit into a working pattern. …I did a lot of due diligence on is a person... would they fit 

with us? And would they fit in with the group? I think that that is really important …the 

sports staff in a team is so small, one or two individuals can have a huge impact on it. 

It's not a team of 300, where there's a process and other people can make up for the 

work. The deadlines are very tight.” P12 

“I think that's so much more important than whether they're the right fit your 

environment. Socially, personally, morally, and what their motivations are. Like the 

technical bit is easy, like I'm not being funny, you know, you can teach anyone how to 

use SportsCode, or Excel or whatever. The hard bit is finding motivated people who are 

going to get after it and add to the team, and not just be focused on themselves, but 

contribute emotionally, as well as technically. And that... I think that's the really hard bit 

to find, is the emotional intelligence.” P14 

 

A strong combination of emotional and contextual intelligence is required to communicate 

effectively in a given context. Excellence in communicating is potentially the key personal 

characteristic required for Applied PAs to ‘fit in’ combined with ‘understanding your place’, 

reflecting the complex environment:  

“A lot of analysts are kind of just... like, a lot of time it's their first experience around 

elite environments and stuff, and they're like, 'Oh, I want to be doing this, I want to be 

doing this, I want to be doing this, I want to be doing this.', rather than kind of sitting 

back and kind of just absorbing what's going on and realising that you're an analyst and 

you're not... the manager of the team, or you're not a coach.” P23 

“Maybe it kind of goes down to the role itself that, you know, sometimes you're just a 

cog in the wheel. Sometimes people can think I've got this, what I think is a phenomenal 

finding. But it's only, you know, …this small, little, tiny cog in a wheel.” P9 
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Participants also emphasised the importance of dependability, showing initiative, being adaptable, 

particularly under pressure. There was an acknowledgement of the competitive nature of many 

Applied PAs personality which motivates them intrinsically to go the extra mile: 

“I think I think all five of us [in the focus group] would probably say we're competitors as 

well. Otherwise, what's... I don't get up, you know, people don't get out of bed at 

whatever time or stay up until three o'clock in the morning if they didn't want to achieve 

something or they didn't want to be a part of you know, a high-performance 

environment or a successful [team].”  P8  

 

Perhaps one of the most important characteristics to sustaining a role in applied PA is resilience to 

cope with the frustrations and demotivation many participants expressed due to the frequent 

misunderstanding and undervaluing of their role:  

“A lot of them [coaches] have been players, but when they've been doing their coaching 

badges, they've [been] a video analyst or been the co-trainer… as well, a lot of them 

have done both of the roles. So they have a real good appreciation for the analysts. But 

it was actually one [coach] that... was from a culture was pretty against it [PA], which 

was a struggle for the analysis team, because we had maybe three first team analysts... 

who struggled because they felt useless. But that manager wasn't around for long... 

thankfully for the department...” P11 

“General managers have asked me to help, advise on who they're getting as a 

performance analyst. And I always stopped to ask them, what… how you're arriving at 

the decision. You maybe you wouldn't be surprised to how they arrive at it. What's in 

their head is can they set up a coach's box with the technology? And can they operate 

the video camera training? That's what they say. So, pretty depressing.” P16  

“You know, they see you as probably the person in the corner with the computer, 

working on numbers. And it's a lot more than that. So you know, you're able to go in and 

show that this is all the work that we do week in week out, it might open the eyes of 

certain coaches and stuff like that across all the different disciplines. That PA is just as 

important as the other disciplines in a setup as well.” P1 

“I think that in itself kind of just shows how much they value analysis...  little things like 

[Professional Club], one of the biggest clubs in the world, have one analyst for their 

whole Academy structure. Like, how is that even feasible? P23 

 

One participant illustrated how the understanding of the role can impact the expectations of the 

service and the value which can be created through applied PA: 
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“…the acceptance over here [country] is lightyears ahead of the majority of other 

countries because of that concentration [of top analysts]. [It] is taking time for [clubs] to 

accept the role of an analyst and where they can also add value outside of 'Go and film 

this', and 'Go and give me the data on that.' …I would say it's probably organization 

wide, up to the CEO and their expectations of what data and analysts and performance 

analysis can do for that organization. [They] probably don't engage in these types of 

conversations because of their comfort levels with analysis and with data and how it can 

underpin performance and commercial.” P14 

 

The professional behaviours critical for successful practice emerged throughout the 

discussions. Discernment is a key behaviour as they constantly make judgements and decisions, 

particularly around adapting systems and new technology. The willingness and dedication to 

embrace and learn new technologies is another behaviour key to success in a technology-based 

profession. Participants identified weaknesses in professional behaviours in relation to engaging 

with academic literature, which they may not have access to or see as relevant. Self-awareness and 

reflection are well established as critical processes in effective professional development. Some 

participants highlighted the importance of personal reflection but admitted it was not as strong a 

facet of professional practice as it could be: 

“I imagine a lot of people don't do too much self-reflection on a consistent basis 

regarding what and how they deliver. Not because they don't think about it but [they’re] 

just stuck on time.” P21 

“Especially in a week-to-week environment where there's competition every week… 

…there's no time to reflect and review here. And when you get to the end of the season, 

okay, I don't want to open this laptop, I need a break.” P8 

 

This comment was challenged by another participant in an interesting exchange: 

“I think there's always time for reflection, you just got to, you've got to make time for it. 

And something has to stop.” P10 

 

Participant evidence in this section reveals the personal characteristics and professional behaviours 

necessary to be accepted and thrive as an embedded practitioner. It is understood that ‘fitting in’ to 

the performance ecosystem is as important to successful embedded practice as technical 

competence. Participants linked the lack of definition and understanding of their role to how the 

discipline was perceived and valued within their organisation or sport. This misunderstanding is 
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interpreted as a barrier to practice as it leads to difficulties with stakeholders’ expectations from 

practitioners. It may be the case that these findings highlight a negative side to embeddedness, 

where the applied PA practitioner is taken for granted, always just being that person who is in corner 

behind their computer, leading to an invisibility. 

 

5.4 Discussion 

The aim of this chapter was to consider the perspectives of applied PAs on their practice. 

While the Framework for Professional Practice focused on the tasks and processes applied PAs carry 

out, in conversation and through their qualitative survey responses, participants articulated the 

bigger picture, what they saw as the purpose of applied PA practice and the factors which enabled 

and impeded effective service delivery. The small focus group approach, where participants arrived 

having already completed a detailed review of their practice via the a-priori survey on the 

components of practice (Appendix 5.1), enabled deep and dynamic discussions, producing a rich 

dataset, which was analysed both inductively and deductively. The inductive analysis presented here 

revealed three overarching themes: the why, what, and how of applied PA practice. This discussion 

frames these themes through the lens of applied PA literature to examine how the findings concur 

with extant knowledge, exploring what is new or different. A thread permeating each of the three 

themes is the concept of value - practitioners aspire to add value, working tirelessly to co-create 

valuable knowledge, but often did not feel valued, and it seems applied PAs rarely try to quantify or 

communicate the value they create. In order to interrogate this, it is useful to consider the 

characteristics of value in service environments as conceptualised by Vargo and colleagues (2017), 

and examine how lessons on value co-creation in service ecosystems apply to applied PA practice 

(Breidbach and Maglio, 2016, de Oliveira and Cortimiglia, 2017).   

 

In spite of many calls (Mackenzie and Cushion, 2013a, Wright et al., 2014), there has been 

little academic research into the nature or purpose of applied PA practice from a practitioner 

perspective. However, there are a few examples of applied PAs providing “valuable information” 

which was used to inform decision making (O'Donoghue, 2006a, Murray and Hughes, 2001:7), and 

Carling captures the aspiration of applied PA practitioners to add value to decision making processes 

in a recent book chapter stating: “Simplified, the role of the PA is to deliver key performance insights 

that can be assimilated by coaches and used to drive coaching processes and impact upon 

competitive performance” (Carling, 2019:112). This ‘Why’ of practice was corroborated in this study, 

represented as an overarching theme discussed among participants, evident as early as the pilot 
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focus group, who felt the granularity of framework missed the broader purpose and characteristics 

of applied PA practice. Applied PAs clearly enjoyed the sense of accomplishment when they felt they 

were making a valuable contribution to performance, a key factor in maximising an employee’s 

intrinsic motivation (Ryan and Deci, 2020). Understanding what practitioners believe to be ‘their 

mission’ is a critical element to understanding the role and what drives professional behaviour 

(Castillo, 2020).  Robertson (2020a:7), describes how decision making processes in sport have 

fundamentally changed due to the increasing availability of data, and suggests that applied PAs 

should “aspire to be the conduit” within sporting organisations to facilitate the sharing, evaluation 

and management of data between stakeholders, “further increasing their value to the organisation.”  

Enhancing organisational and individual decision making is a key frontier in seeking competitive 

advantage in sport (Robertson et al., 2017), evident in the increasing use of competitive intelligence 

and Decision Support Systems (van den Berg et al., 2020, Ward et al., 2019, Schelling and Robertson, 

2020). The nature of human decision making and the factors which influence it in sport have been 

the subject of considerable research from the perspective of athletes, sports science practitioners, 

coaches and performance managers (Croad and Vinson, 2018, Abraham and Collins, 2011, 

Martindale and Collins, 2013, Molan et al., 2021, Jayal et al., 2018). The concept of ‘Mental Models’ 

is well accepted as a construct to aid the design of systems to assist decision making in the? 

workplace. Mental models can be described as the internal (mental) representations of objects, 

actions, situations or people, and are built on experience and observation, of both the world in 

general and the particular organisation of interest, underpinning our understanding of a system and 

how we expect it to work (Wilson, 2006). It is generally accepted that the better the understanding 

of a potential user’s mental model is at the system design phase, the higher the chance of a system 

being successfully deployed to the user (Kayande et al., 2009). The mental models concept is of 

particular interest to applied PAs who seek to design systems to produce valuable information which 

can be used to influence decision making, and this will become even more pertinent as more 

complex decision support systems are adopted (Schelling and Robertson, 2020).  

 

 In terms of ‘what’ applied PAs do, while no one named it as such, participants described 

what is known as the knowledge co-creation process. This refers to the integration and acquisition of 

knowledge through social participation (Acharya et al., 2018), where stakeholders contribute to 

determining what information will be collected or used, and also engage in collaborative analysis 

and ‘meaning making’ processes by which knowledge is co-created and understood (Breidbach and 

Maglio, 2016).  Applied PA practice has not previously been considered through this lens of 
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knowledge co-creation or the broader body of literature regarding value co-creation in the service 

and consultancy industry (de Oliveira and Cortimiglia, 2017).  The first phase of knowledge co-

creation is to design a system which will collect valuable, reliable information. In applied PA this is 

done through needs analysis, system design and data collection processes which have been 

identified as integral components of practice (Martin et al., 2021).  What emerges from the current 

data is the huge value that practitioners, and it seems their stakeholders, place on collecting and 

integrating bespoke information, tailored specifically to the needs and demands of the context. 

Many authors in the sports domain have linked contextual intelligence, a thorough understanding of 

the needs and motivations of stakeholders, and the capacity to design a system which uses their 

terminology and language, to the success of subsequent knowledge translation, user understanding 

and acceptance (Bartlett and Drust, 2020b, Rothwell et al., 2020, Barker-Ruchti et al., 2021, Carling, 

2019, Robertson et al., 2017, Schelling and Robertson, 2020).  The main difference between the 

soccer focus group and the others, were the challenges they expressed around managing the 

accuracy and reliability of third part data sources, perhaps reflecting the scale of external data 

sources available in that sport. The use of external data in soccer is well documented (Wright et al., 

2013, Carling et al., 2014b), however the nature of its use and the value it brings to clubs has not 

been explored.  

 

It is increasingly acknowledged that the second phase of knowledge co-creation, translation, 

is a key function of applied PAs (Nicholls et al., 2018, Hammond, 2018, James, 2018, Carling, 2019), 

however this is only beginning to be named and there has been little exploration of how knowledge 

translation occurs effectively in applied PA contexts (Martin et al., 2021).  Bartlett and Drust’s 

(2020b), recent framework for effective knowledge translation and performance delivery of sport 

science in professional sport is therefore a potentially hugely important resource for applied PAs. 

Their framework identifying the key components for successful knowledge creation reflects many of 

the sub-themes which arose in the focus groups, such as the having the appropriate interpersonal 

communication skills to complement technical skills and the importance of contextual intelligence 

and understanding recipients (Bartlett and Drust, 2020a).  Rothwell and colleagues (2020), posit that 

knowledge translation and integration are so important for effective performance intelligence in 

elite sport, that the old sports science silos should be replaced with a Department of Methodology 

which would co-ordinate the work of all practitioners, including applied PAs for a common goal.  In 

this context, they felt practitioners should consider themselves as ‘learning designers’ (Rothwell et 

al., 2020:60), a perspective which study participants identified strongly with.   
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Groom et al’s  (2011a), grounded theory of the delivery of video-based PA names the 

facilitation of learning as one of the key outcomes of the process, however the question of how an 

applied PA performs their role as an educator is not explored here, or in any subsequent body of 

research.   It is clear from the current data that applied PAs invest significant time and consideration 

into designing and supporting learning opportunities for a range of stakeholders, through formal and 

informal meetings and the use of technology platforms to communicate video or data in particular 

ways. Data visualisation aside, there is little guidance specifically for applied PAs in the academic 

literature as to how to design and deliver context appropriate opportunities for stakeholders, which 

is challenging given the rapidly evolving technological landscape (McCosker et al., 2021, Barker-

Ruchti et al., 2021). Research is emerging that acknowledges the potential for applied PAs to co-

design learning and practice opportunities with coaches for athletes (Gleeson and Kelly, 2020, 

Browne et al., 2019, McCosker et al., 2020).  This is an acknowledgement of the preference of 

athletes for contemporary versus traditional coaching and feedback techniques (Loo et al., 2020, 

Stone et al., 2021, Francis and Jones, 2014), and the importance of creating ecologically valid training 

environments which represent appropriate environmental constraints (Woods et al., 2019, Woods et 

al., 2021, Browne et al., 2021, O'Sullivan et al., 2021).  This research can greatly advance how applied 

PAs approach their interactions with athletes and their active participation in athletes’ practice 

design. An aspect of applied PA practice which features to a very limited extent in literature 

(Fairbairn, 2017; Reeves and Roberts, 2013), but did not emerge in the focus group discussion, was 

the applied PA’s role in managing and facilitating the informal learning environments in video rooms 

or suites within professional clubs, or ‘team rooms’ when groups are touring. This is a very important 

area for future investigation, as is the nature of interactions between applied PAs and the many 

other stakeholders they disseminate knowledge to. Research into how to maximise learning in these 

interactions is required, particularly in dealing with executive management stakeholders who are 

potentially very powerful stakeholders in determining how PA is integrated within an organisation 

(Huggan et al., 2015).  
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FIGURE 5. 3: APPLIED PA PRACTICE: THE KNOWLEDGE CO-CREATION PROCESS AS WHAT? APPLIED PAS DO, 
UNDERPINNED BY HOW? THIS IS DONE SUCCESSFULLY BY A PRACTITIONER FULLY EMBEDDED WITHIN THE 

PERFORMANCE ECOSYSTEM, WITH THE ASPIRATION TO ADD VALUE TO DECISION MAKING PROCESSES, THE WHY?   

 

Knowledge co-creation in applied PA is complex, however, based on the thematic analysis of 

the data, it can be divided into three phases: the generation of bespoke and valuable information, 

the translation of this by designing learning opportunities which then facilitates and promotes 

understanding. The infographic (Figure 5.3) illustrates these as the collective What? of applied PA 

practice, with the aspiration to add value to decision making processes as the Why? It seems from 

practitioner perspectives, that the How? of successful practice is the extent to which Applied PAs 

develop relationships, credibility, and contextual intelligence through their self and service 

management while embedded in the performance ecosystem. There was an overwhelming 

recognition of an applied PA as an embedded practitioner operating in a complex and highly 

politicised environment, despite the participant sample reflecting applied PA practice in a wide 

variety of contexts. The concept of embeddedness has not previously been named in research 

relating to applied PA practice, but it is clearly evident in many accounts of practice spanning the 

past twenty years (O'Donoghue, 2006, Macquet et al., 2015, Murray and Hughes, 2001, Nicholls et 

al., 2019).  There is an increasing body of literature acknowledging that applied PA practitioners 

operate in a highly political environment (Booroff et al., 2016, Reeves and Roberts, 2013, Jenkins, 

2009), with some authors focusing on the strategies Applied PAs use to function effectively 

(Bateman and Jones, 2019, Huggan et al., 2015), predominantly in professional soccer contexts. The 

success or otherwise of an Applied PA in achieving embeddedness in such environments was 

considered by participants to depend on their relationship management, self-management and 

service management - sentiments which are reflected in the wider sport science literature 
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(Mellalieu, 2017, Thompson, 2010, Malone et al., 2019). The link between well-managed 

relationships with stakeholders and effective PA practice is well established (Martin et al., 2021), 

however the extent of the complex ‘web’ of internal and external connections many Applied PAs 

maintain has not previously been mapped (Figure 5.2). While it is important to note that the 

contacts identified here are reflective of the participant sample and not exhaustive, the mapping 

exercise aids our understanding of the competing demands on an Applied PA’s time and attention. 

Bartlett and Drust (2020:2), argue this mapping process is critical as it “helps understand the 

divergent nature and scope that the sport scientist needs to operate,” emphasising the importance of 

sport science practitioners investing effort to connect and develop strong stakeholder relationships.    

Participants felt that ‘presence’ was critical to the development of relationships and an 

understanding of the environment, aligning with Mellalieu’s (2017:10), assessment of sports 

psychology practitioners, who need to develop “sufficient contextual intelligence and cultural 

proficiency to work effectively”, in performance sport environments. He emphasises the importance 

of ‘immersion’ to become fully integrated within the environment, while others in sport science call 

this presence, ‘putting in face-time’ (Thompson, 2010), creating ‘touchpoints’ (Bartlett and Drust, 

2020a), or ‘visibility’ and ‘getting a day to day feel’ for organisational dynamics (Carling, 2019). It was 

clear from a participant perspective that having a meaningful presence was determined by the 

Applied PA’s capacity for emotional intelligence and effective communication. Emotional intelligence 

in this context “refers to individual responses to intrapersonal or interpersonal emotional information 

and encompasses the identification, expression, understanding and regulation of personal or others’ 

emotions” (Laborde et al., 2016:862). Performance sport is widely acknowledged as an emotional 

business (Wagstaff et al., 2012), with significant pressure and emotional stresses on athletes (Jones, 

2003), coaches (Potrac et al., 2017), and managers / performance directors (Kelly and Harris, 2010, 

Molan et al., 2021), and sports scientists (Malone et al., 2019). Appreciating the pressure points for 

individuals allows for the development of contextual intelligence which can be described as an 

understanding of the organisational culture and stakeholder motivations, philosophy, needs and 

decision-making processes (Mellalieu, 2017). 

 

 Contextual intelligence is critical for Applied PAs to begin to understand the mental models 

of individuals and also the team mental models which emerge within the organisation (Langan‐Fox 

et al., 2004), and the social norms in which these mental models are applied (Knowles et al., 2007).  

Study participants emphasised the importance of allocating time to ‘take in’ their environment, 

however they were worried that it could be perceived as a ‘skive’ rather than a vital part of their 
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role. Given the fundamental importance of contextual intelligence to the capacity of Applied PAs, as 

knowledge workers, to create valuable information, it may be important to educate and advise 

novice practitioners how to make purposeful efforts to understand their organisational context, and 

that being seen to be ‘busy’ does not necessarily equate to being productive in the long run 

(Newport, 2016).   

 

Another aspect of embeddedness highlighted by participants was the opportunity it afforded 

to build credibility and trust in PA as a service and them as practitioners. It is potentially 

contradictory to contend that Applied PAs should be fully embedded within an organisation and also 

describe them as service providers. This philosophical debate as to the nature of applied PA practice 

has not taken place in the literature, however the word ‘service’ to describe applied PA activity is 

seen sporadically (O Donoghue, 2014, Bateman and Jones, 2019, Francis and Jones, 2014, Martin et 

al., 2018, Kraak et al., 2018, Nicholls et al., 2018, Carling, 2019).  In a service ecosystem, the term 

‘service’ can be defined as, “the application of one’s resources for the benefit of another actor” 

(Vargo et al., 2017:2).  In business environments, the various functional units within an organisation, 

for example, human resources or IT, are encouraged to adopt a service provider mindset and see 

their internal users as customers, enabling effective feedback and evaluation systems to be 

established (Sheth, 2019). Much of the applied PA service management activities described were 

focused system oversight to ensure high standards of data interrogation and integrity, and on 

resource management such as investing in developing and improving workflows, systems, people 

and access to expertise. This concurs with applied PA activities described in previous research with a 

high degree of focus on ‘doing’ (Nicholls et al., 2019, O'Donoghue, 2006b). Adopting a service 

provision mindset may be advantageous for Applied PAs as evidence from this study suggests they 

invest little time in systematic planning or evaluation of their performance, or the value they add to 

an organisation. The lack of evaluation of practice in PA was highlighted recently by Robertson 

(2020a), who illustrates how models of feedback could be designed to work in these environments. 

The example provided by Participant 10 of very high-quality evaluation processes is potentially one 

to hold up for others as a model of good practice in applied PA service management and evaluation. 

The lack of such examples or guidance available to practitioners was highlighted by multiple 

practitioners. The difficulty in measuring the impact of applied PA is frequently cited (Gasston, 2004, 

Jenkins et al., 2007, Mayes et al., 2009), but there has been little exploration as to how to measure 

the effectiveness of the practitioner or the value they bring to organisational processes.  Anderson 

and colleagues (2002), provide a detailed evaluation model for applied sports psychology 
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practitioners which is very translatable to applied PA service provision in that the outcomes are so 

often intangible and based on the perceptions of stakeholders. This model and Robertson’s (2020a), 

recommendations could form a very solid foundation to investigate how applied PA practitioners can 

appropriately assess their performance and the value they added by the applied PA service. 

 

In consultancy work, the perceived value of the service is often inextricably linked to the 

competence of the individual delivering it (Castillo, 2020). Thus, the management of self within a 

service environment is another critical factor to its successful delivery and this was clearly identified 

by study participants. Matteson and colleagues (2016:79), defined self-management as, “the ability 

to develop practices and routines for dealing with uncertainty in a changing environment,” The 

aspects of self-management identified by participants were the personal characteristics and 

behaviours required to ‘fit in’ to the performance ecosystem, factors also beginning to emerge as 

strong themes in the applied PA literature (Huggan et al., 2015, McKenna et al., 2018, Bateman and 

Jones, 2019, Carling, 2019, Francis et al., 2017). Indeed, the requirement to develop the contextual 

intelligence and cultural proficiency to ‘fit in’ to the performance ecosystem (Mellalieu, 2017), seems 

to be as important to successful embedded practice as technical competence. Communicating 

effectively based on contextual intelligence was highlighted as the most critical professional 

behaviour for applied PAs, unsurprising given the web of stakeholders with whom they must build 

relationships and trust (Bartlett and Drust, 2020). Personal characteristics identified with successful 

practice were dependability, showing initiative, being adaptable and going the extra mile, 

particularly given the highly pressured and demanding nature of the role, findings similar to research 

on other practitioners in performance sport environments (Mellalieu, 2017, Thompson, 2010). 

Resilience was another important characteristic required to cope with the frustrations and 

demotivation many participants expressed due to the frequent misunderstanding and undervaluing 

of their role. This misunderstanding seems to be a considerable barrier to value co-creation as it 

leads to difficulties with stakeholders’ expectations from practitioners (de Oliveira and Cortimiglia, 

2017). Participants linked a need to prove their value to the persistent pressure they put themselves 

under to over-deliver, a phenomenon highlighted in several works previously (Bateman and Jones, 

2019, Collins et al., 2015b, Huggan et al., 2015, Fairbairn, 2017). The nature of value in service 

ecosystems is conceptualised by Vargo et al., (2017:1), through four propositions: “(1) value is 

phenomenological, (2) value is always co-created, (3) value is multidimensional and (4) value is 

emergent,” where a service ecosystem is defined as “a relatively self-contained, self-adjusting 
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system of resource-integrating actors connected by shared institutional arrangements and mutual 

value creation through service exchange’ (Vargo and Lusch, 2016:11).   

 

Applying this conceptualisation of value to applied PA practice and outcomes allows us to 

identify the types of feedback practitioners may need to garner in order to evaluate if their practice 

does indeed add value to stakeholders. The first principle that value is phenomenological means that 

what is experienced as valuable by one actor at a point or place in time may not apply to the same 

person at a different point or place in time. Thus, service feedback needs to incorporate the 

perspectives of multiple stakeholders, potentially at multiple time points, a strategy recommended 

by Robertson (2020a), in applied PA and Anderson et al (2002), in applied sports psychology.  Vargo 

and colleague’s (2017), second principle is  that value is always co-created and occurs as each 

individual actor enhances its own wellbeing or resources.  The development of tangible or “operand 

resources” such as knowledge can be acted upon to create value are critical to this value co-creation 

process (Vargo et al., 2017). Considering this in the applied PA context, it may be appropriate for 

practitioners to catalogue and report the tangible resources they create, highlighting how they 

incorporated input from key stakeholders and ideally how they were used and how they may be 

reused or leveraged. One participant described a strategy used when advocating for a particular idea 

they felt could improve on field performance. This was to ‘plant’ the idea in the coach’s head and 

make him feel like it was his own. While this was indeed successful and politically expedient, it 

minimises the role of the Applied PA as an actor in value co-creation and potentially limits any 

recognition of value of the practitioner’s contribution by the coach. The interaction described is an 

example of ‘value in exchange’ - one of the dimensions which comprise the third principle, that value 

in a service ecosystem is multi-dimensional and dependent on the social, cultural and situational 

contexts.  In this respect, value is a product of the collective perception by a network of actors in a 

particular context. An example provided by Huggan et al., (2015), illustrates this whereby the 

Applied PA and assistant coach prepared a pre-match animation which proceeded without question. 

However, in the aftermath of a heavy defeat, the head coach made it very clear, very publicly, how 

little he valued the presentation, a view which seemed to be adopted subsequently by players and 

other stakeholders.  This example also demonstrates the final principle of value co-creation, that 

value is emergent based on relationships within the ecosystem and cannot be forecast. Vargo and 

colleagues (2017:7), highlight the inherent difficulty in measuring such a multifaceted construct and 

recommend that those seeking to assess value co-creation need to carefully consider: “(a) who is 

determining value? (b) who is participating in value co-creation? (c) what are the dimensions of 
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value? and (d) how is value emerging in positive or negative ways?” The last point around the 

potential of a service to have a negative impact is termed ‘value co-destruction’ (Plé and Cáceres, 

2010). In applied PA, this may be what is observed when analysis or feedback systems are not valued 

by users, and perceived not to serve their interests or well-being as reported by several authors 

(Williams and Manley, 2016, Taylor et al., 2017, Nelson et al., 2014).   

 

If value co-creation in a service ecosystem is the essence of applied PA practice, then it is 

useful to consider the construct of practice evident from participants through the lens of value co-

creation as a conceptual framework. Such a conceptual framework is proposed by de Oliveira and 

Cortimiglia (2017), capturing three components; the antecedents, the value co-creation process and 

its practices, routines and management and the outcomes, while also demonstrating the potential 

impact of enablers and barriers on this process.  The final element is to illustrate the importance of 

value capture and how that feeds back into the motivations and resources for subsequent processes.    

de Oliveira and Cortimiglia (2017:750), offer this model as “fairly generic,” suggesting it can be used 

as a starting point to consider value co-creation in various contexts.  Applying the understanding of 

the why, what and how of applied PA practice gained through this study and the body of applied PA 

literature, it is possible to construct an initial conceptual model of the value co-creation process in 

this discipline (Figure 5.4). The term ‘existing conditions’ replaces antecedents to ease 

understanding, and these comprise stakeholder needs and motivations, expectations and 

understanding of PA, the quality of existing relationships and the resources and capabilities of 

stakeholders to create value.  The value co-creation process is effectively a condensed version of 

Figure 5.3, while the outcomes are co-created knowledge, stakeholder understanding and the 

potential to add value to decision making processes. The five enablers / barriers listed; relationships, 

time, expertise, funding and expectations are well evidenced in this study and previous work.  This 

cannot be said of the value capture component of the model as there is limited evidence of how this 

occurs, or if it happens at all, therefore it is highlighted in red text. Considering applied PA practice in 

this way highlights that value capture is potentially the missing link in the value co-creation process, 

as the failure to capture and report how practitioners add value to the organisations in which they 

function perpetuates the lack of understanding of what Applied PAs do and how they can add value, 

thus existing conditions do not change. This can be said of practice within individual organisations, 

but also of the profession as a whole. These finding indicate that stakeholders having a better 

understanding of applied PA as a profession and the value it can add, would enable applied PA 

practitioners to function more effectively. Indeed, the concept of a profession or business educating 
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stakeholders about what they offer or their ‘value proposition’ is a fundamental principle of 

marketing, particularly where value is co-created (Hillebrand et al., 2015). It is important to note that 

this conceptualisation is likely to be sensitive to geography and cultural understandings of the role 

and may be most applicable to the geographical areas discussed previously in Chapter 3. 

 

FIGURE 5. 4: A CONCEPTUAL MODEL FOR THE VALUE CO-CREATION PROCESS IN APPLIED PA PRACTICE (ADAPTED 

FROM DE OLIVEIRA AND CORTIMIGLIA (2017)) 

5.5 Conclusion 

The aim of this chapter was to capture the perspectives of applied PA practitioners and 

academics of applied PA practice, through the inductive analysis of qualitative survey and focus 

group data. The interpretation presents the Why, What and How of professional practice in Applied 

PA as a value co-creation process. A conceptual model is posited as a first step towards achieving a 

shared understanding of applied PA service provision, delivered by skilled professionals embedded in 

a highly demanding performance ecosystem. The mapping of applied PA service provision to a 

generic framework for value co-creation in service ecosystems reveals a significant weakness in our 

understanding of how practitioners can capture and demonstrate the value which they aspire to 

add. This lack of value capture in practice may be perpetuating the problems Applied PAs 

experienced with stakeholder misconceptions and misunderstanding of their role. These 

misunderstandings reinforce the need to define and conceptualise the role and this study begins this 

process, bringing a new understanding of Applied PAs as translators, influencers, and educators, in 
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addition to their well accepted role as information generators. Other contributions of the study 

include the mapping of relationships that applied PAs maintain, and the identification of practitioner 

embeddedness as potentially the key factor in how Applied PAs build the relationships, credibility, 

and contextual intelligence to act successfully in the value co-creation process. Given the lack of 

previous research investigating the nature of service provision in applied PA, these findings could 

provide a foundation for robust debate and future study. 
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Chapter 6:  Understanding the nature of applied PA 
as a contemporary profession  

 

6.1 Results 

The purpose of this chapter is to report the perspectives of applied practitioners and 

academics of applied PA as a contemporary profession, as identified through the inductive thematic 

analysis process, described in chapter 5. In interpreting perspectives on the nature of Applied PA as 

a profession, four higher order themes were generated: 1) The Applied PA role is frequently 

misunderstood, needs conceptual clarity, and may be distinguished from other PA roles by its 

purpose and skillset, 2) Applied PAs are professional operating in demanding environments, but are 

generally not highly valued and lack validation opportunities, 3) Professional development and 

career progression opportunities are haphazard and often practitioner led, 4) Applied PA needs 

regulation and industry standards for practice and practitioners (Figure 6.1). This chapter will focus 

on participant perspectives of role diversity within sport PA and what they feel distinguishes applied 

practice from data science or other PA roles.  This data is then used to inform a conceptualisation of 

the applied PA role. Participant suggestions around the causes of their perceived lack of value, 

professional validation and progression, and how this may be improved through industry regulation 

and oversight are discussed. The higher and lower order codes which comprise these higher order 

themes are detailed in Table 6.1. 

 

 

FIGURE 6. 1: HIGHER ORDER THEMES GENERATED BY INDUCTIVE ANALYSIS OF PARTICIPANT PERSPECTIVES IN 

RELATION TO THEIR UNDERSTANDING OF APPLIED PA AS A PROFESSION. 
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TABLE 6. 1: THEMATIC MAP OF APPLIED PA PERSPECTIVES ON APPLIED PA AS A PROFESSION 

Higher Order  Lower Order No. Quotes 

Applied PA needs 
regulation and 
industry standards for 
practice and 
practitioners 

Applied PAs would value of a code of practice and guide for practice to 
benchmark their practice 

11 

Need to create mandatory standards of professional practice and 
associated salary structure 

22 

Robust mandatory accreditation would be helpful for employers and 
practitioners as 'proof of practice' 

27 

Applied PAs are 
professionals 
operating in 
demanding 
environments, but are 
generally not highly 
valued and lack 
validation 
opportunities 

Can be a lonely existence, there is a need for social support and external 
validation 

11 

Going the extra mile can be detrimental to practitioner well-being 6 

Insecurity - instability is often part of the role 17 

PA Accreditation generally lacks benefits and credibility as validation of 
practice 

18 

Practitioners believe Applied PA is a profession, but not highly valued and 
professional identity is weak 

42 

There is an expectation of high technical literacy which means constant 
upskilling 

6 

There is constant intense time pressure in the role 13 

Training and expertise requirements, and expectations are not met with 
appropriate levels of renumeration 

14 

Professional 
development 
opportunities can be 
haphazard and there 
are limited career 
progression supports 
or pathways 

Applied PAs have to build their own networks and communities for social 
support and validation 

11 

CPD Opportunities provided by employers can vary wildly 10 

Moving from novice to independent practitioner 10 

Need for a practitioner development pathway 16 

No obvious career progression pathway 7 

Practitioners seek good mentors to validate and guide practitioner 
development, thought this is not a requirement of practice 

9 

Takes time to learn how to build relationships effectively 2 

The skills needed to move from an applied practice focus to management 41 

The Applied PA role is 
frequently 
misunderstood, needs 
conceptual clarity, and 
may be distinguished 
from other PA roles by 
its purpose and skillset  

There are many misconceptions about the scope of the Applied PA role 22 

No common language for PA 2 

Perceptions of applied PAs as just there to set up technology and code 
impact professional identity and self esteem 

20 
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There is considerable diversity of roles within PA, but Applied PA differs 
in purpose and the skills required    

93 

  

6.1.1 The applied PA role is frequently misunderstood, needs conceptual 
clarity, and may be distinguished from other PA roles by its purpose and skillset  

 The lack of definition or conceptualisation of the role of an applied PA was highlighted in 

stark terms by one of the early career analysts who has recently completed a Masters in PA:  

“I was trying to find a [academic] reference last year doing my thesis, trying to explain 

the roles and responsibilities of an analyst. And it's so difficult, and I was like, 'I'm just 

gonna have to make this up or something.” P24 

 

In the absence of a definition of the role of an applied PA, many participants reported frequent 

misconceptions of what applied PAs actually do: 

“There's also an awful lot of misconceptions and misunderstanding of the role of PA that 

exist out there so basically, a lot of people who don't maybe have access or don't have 

the understanding of it all still think it's: somebody filmed it, and codes it, and hands it 

over to the coach. I think that's when the professional aspect of PA is maybe lost a bit 

because there's the perception that that's all we do. Whereas those people who actually 

work within it, who understand it, understand the value and everything that it brings.”  

P22 

“It has only been within the last few years that PA in my opinion has acknowledged and 

understood how to work effectively with the wider multi-disciplinary team. Partly due to 

the misunderstanding of PA as a discipline by sports science and medicine” P20 

“I think a lot of coaches/managers do not understand how much work and time goes 

into producing even the smallest and shortest of clips. More awareness around what 

actually a PA does is needed.” P1 

 

Many participants expressed frustration at the frequent misunderstanding and reduction of their 

role to that of a technician: 

“In [a particular country] the analyst is pretty much a cameraman. That's the attitude 

they have. So it's someone that films stuff, occasionally gives the video to someone else, 

sometimes doesn't... It just kind of disappears.”  P13 

“…the idea that there was much more to analysis than just stats. Like you hear so many 

people, you know referring to people in what we do, as the stats guy, like or the stats 
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lady and, like, you know... you do way more than that, right? Yeah, you're covering a 

huge, huge area.” P4 

“I echo the comments around the technology, 'Oh, yeah, he knows how to use a laptop 

so he can do everything around internet connections', or whatever that may be. And I 

think having like a framework there that shows that all the other areas you need the 

expertise in is really useful.” P3  

 

One focus group in particular highlighted the lack of definitional clarity accompanying the 

components of practice as a significant issue in terms of targeting the framework for practice for any 

specific group of practitioners:  

“What is the aim of this? …we've got all these encompassing terms, but what does it 

actually mean? Who is this for? …I'm just saying the one flaw of this whole thing [this 

research project], is that we're just considering a performance analyst as being an all-

encompassing person that does every single thing in a club, and actually this is not the 

case anymore.”  P19 

 

Discussions revealed a two-dimensional challenge in trying to conceptualise the applied PA role, the 

first being the diversity of potential roles that practitioners deliver within an applied performance 

environment: 

“…the way I think about performance analysis anyway is that I wouldn't say that 

someone who's a volunteer youth coach who watches… a game with a notepad and pen, 

and makes some kind of systematic notes, I wouldn't say that they're not undertaking 

performance analysis …I wouldn't say you have to use… these very expensive £100,000 

software systems, to be a performance analyst. So, the range of people actually doing 

performance analysis, if that's... it's quite... it is really big.”  P17 

“Linking back to that diversification of roles: Yeah, there's even more coming out. And I 

think it's only going to keep on going that way. Like you see it with coaches, kind of 5-10 

years ago, where you're almost getting individual coaches within first team football. I 

can see that coming down into analysis where you'll get a striker analyst, which will 

have a sole responsibility of just literally working out what is the one percent gains that 

this player can do in this position. And we've seen it with goalkeepers, specific 

goalkeeper analysts. I can definitely see it, rugby has attacking and transition and 

defensive analysts and set piece analysts.” P20  
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The second challenge highlighted in conceptualising the role was the range of roles which could fall 

under a broad sports PA umbrella: 

“This is perhaps my biggest question relating to the entire project - what is a 

performance analyst? It seems that culturally it varies substantially across sports and 

indeed continents. For example, some of the above is 'traditional' video analysis, 

whereas in Australia some would actually be done by Sport Scientists. In the US, it might 

be done by analysts/data scientists. Do we consider PA as an umbrella term to cover all 

of these roles?”  P16  

 

While it was the case that practitioners do not want to be seen solely as technicians, they do have a 

considerable technical and analytical skill set and the extent of this was keenly discussed. In 

considering the blurring of lines between the role of a data analyst or scientist and an Applied PA, 

any participant expressing a view on this felt that these were separate roles: 

“A lot of the... especially the [Professional League] teams [in a particular country] have 

data analysts.  Not a lot of them have video analysts or performance analysts.  …I would 

say it's separate.” P11 

 

“For me data scientist is a kind of an additional arm where we would have potentially 

the performance questions, being that intermediary between the players and the 

coaches and the data scientist. And that data scientist would almost potentially collect a 

lot of that data through scripting and programming and scraping of those insights to 

then interpret that, and then it's for us then to interpret into a coach's language. So 

[Professional Club], they use SVG, which is just a completely automated system.  They've 

got a team of data scientists and data engineers who have all that infrastructure behind. 

And then the analysts work with that data, which is produced real time.”  P20 

 

“I see two roles emerging. And I think my opinion moving forward is we’re gonna see 

two distinct …offshoots within the discipline of performance analysis…one of those is an 

analytics role and someone who's responsible for the data and the longitudinal profiling 

and the mathematical programming side of things that is becoming a distinct role in 

itself. And there's lots of examples of high-profile clubs now employing a specific data 

analyst.  

And then the second role remains the match to match, the coaches’ side of things. And 

then …I can see to those two separate streams where some people are going to go down 

that analytics route, some are gonna stay on the match-to-match typical analysis as 

we'd understand it. And I think that's good, because I think the two-work hand in hand, 

they're two very, very different skill sets …there's some crossover, of course, but I do 

believe there's distinct differences between the two skill sets required.”  P22 
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Participants identified the points of separation in the two roles around the capacity to build 

complex, dynamic models, which was very much in the data architecture and analytics domain, and 

the capacity to use these models, interpret and translate complex data to insight in a sports 

performance environment was in the applied PA domain: 

“I think there's a lot of people playing around with, you know, statistical analysis and 

statistical analysis software. But it's a very, very different thing about making a pretty 

graph and running some numbers as, as opposed to deploying a semi-automated model 

on large scale data that works reliably day in, day out for an organization. Most of the 

people that I come through, out of my PhD students, I don't think any of them could do 

that. They're not data engineers, and so they're not really that much use to an 

organization as a data scientist at all, even if that is their job title.   

To be honest, it's actually just quite a simple differentiation, I think it's just a static 

versus dynamic differentiation, you can still be really useful to a club, analysing static 

data that you've got a hold of, and building a model and running it really quickly and 

getting insights but the moment that stuff needs to be real time or dynamic, I think 

…most sports science people who are trained, are in trouble. I don't know many that 

could handle that type of problem.” P16 

 

“I've done three little projects for [sport intelligence agency], this year as well, who've 

been able to come back with tools for me to basically say, as long as I feed it this way, 

here are the answers that come out the other end, so I haven't done the crunchy bit in 

the middle, but I've set the scene. And I've also said, these are the questions that need 

answered. I would simply outsource the mathematics if at all possible.” P7 

 

“When I was considering, well, how do we do this [build an analytics model], and from a 

sport science background and other data science background? Well, ultimately, it's, it's 

someone else's going to do it a whole lot better than I will. I certainly would think that 

we do need to outsource it [to data scientists]. But I think what it boils down to then as 

well, is using this, and translating it to what the coach is looking for, and the PD is 

looking for.” P9 

 

This delineation is also evident in how participants describe their knowledge and experience of 

Applied PA interactions with data scientists:  

“I engage with a data engineer at [National Governing Body], we've got a data scientist 

at our work, and then obviously, I sit on the PA front, I guess, data scientist is more like 

getting hold of that data, pulling it into places doing quite, very mathematically type 

things, we use it and then more of an analyst would be then using that information to 

translate it to the coach almost being like the right hand of the coach type thing.  the 

data engineer that's at [sport], for example, he's more concerned with the structure, the 
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data, the flow of how that data is collated, stored, and managed to enable the analyst 

to then pull it out in an effective manner.”  P21 

 

“We might have someone who's great at data management or great doing the data 

science, who collates all the numbers, the advanced mathematics stuff, but they were 

not involved in the delivery.”  P17 

 

“The bigger, professional clubs have the luxury of having a [data] architecture type 

person and they have a modeler… some of them even have visualization people. That's a 

great luxury to have.” P16 

 

“I guess teams or organizations that... don't have their own data scientist or analyst in 

house.... to get that expertise, again, can be expensive, but worthwhile in terms of 

creating your own models. And if you have a very specific play, or playing style, and 

profiles that you want to look for individuals in terms of recruitment... you can start 

being able to do that in house.” P11 

 

Data analytics seemed to be much more prevalent in professional sports and franchises where 

athletes are heavily commodified and the capacity to track their progress is critical to evidenced-

based decision making in relation to which athletes to invest in and in monitoring the return on 

investment. Thus, it seems that the extent of the analytical expertise required by applied PAs may 

vary according to the sporting context: 

 

“It depends on the sport. [An] analyst in cycling, they’ve got so much data coming in, 

different types of data, it's not your typical event data. I think dealing with different 

data sources, data types, and then obviously the appropriate understanding of what you 

need to do with that data, whether that's not statistical because of x, y, and z or 

whether it is [complex and] actually you need to go and use appropriate staff. I think it's 

[data skills required] really sport specific, role specific and background specific.” P10 

 

“Analysis positions [in soccer are] becoming more specialised and some of these tasks 

now shared, or even have their own specific departments now (i.e. analytics/research 

teams).” P13 

 

“So that stuff [statistical processes], I really haven't gone near, as honestly, and it's not 

been laziness, it's been a perspective on how much data do I generally generate by 

player or by client, and what is the appropriate method to make sense of that. And 

therefore, I'm very much about descriptive stats, not getting into big inferential methods 

at all.”  P7 
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There seemed to be a recognition that the depth of learning required for applied PAs to develop 

sophisticated data science expertise would potentially be at the expense of developing the 

translation and pedagogy expertise required by practitioners: 

 

“Yeah [I see data science as a distinct profession to a performance analyst], and 

different skill set as well, like the programs which they use, is just different education. 

…and if we're having to learn skillsets of a data engineer or data scientists, then then 

our role will get diluted. And then actually, the ability of what we can do as analysts will 

get saturated.” P20 

 

“Coming back to the data science piece, I have not seen, and this is another reason why 

they're not the same thing... I don't know a single person that would be in a [data] 

analyst role or a data science role that covers that second one [design learning 

opportunities].” P16 

 

“We don't expect people to be experts in everything. We want people to be experts in 

specific things. You're either going to be an expert in data analysis, or in data collection. 

And more specifically, you're going to be really, really good at delivering feedback, or 

you're going to be really good at connecting but... you can't be good at everything.”  P19 

 

 

Several participants identified the wider mix of skills required for successful applied PA practice, of 

which extend well beyond data analysis skills to an understanding of coaching principles, a broad 

sports science grounding and in-depth knowledge of the sport in question: 

 

“…he epitomizes where I see performance analysis going, which is he has coaching 

experience, he's definitely a performance analyst, but he has a pretty good 

understanding of motor skills and skill acquisition as well. And I guess the fourth thing is 

pulling in a little bit of the data, you know, and he's still quite green in that area in terms 

of data science and, and statistical analysis and machine learning these things. But he is 

doing that. …they're always intertwined, of course, those four skill sets he's bringing 

together. And I really think that like when I when I look at this guy… he just epitomizes 

where the best performance analyst in the world will be, you know, next couple of 

years.. P16 

 

“…that's something for an applied analyst, from my perspective, to have a really good 

strong foundation in terms of the educational principles or pedagogical principles, as 

well as the linking almost some psychological elements and psychological considerations 

in terms of when's best to... when are those actually athletes ready to receive the 

information?” P20 
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“I know you've got... it's a long list of PA stuff, and I think some people would look at it, 

and maybe see the analysis skills, or the knowledge and the technical skills as one thing 

and the sporting knowledge as... something slightly different. They interact, but they're 

maybe two different things. …if you're not interacting with people, and understanding 

the people, your analysis will be on false assumptions and won't deliver any insights. 

We've got an element: it's... sporting knowledge: what do you understand about the 

sport, and the coaches, and the athletes needs or the perspective, the tactical 

...elements of the sport, like the key elements of 'how do you win?', 'how do players get 

better?'. Because that's what we're all trying to do.” P12 

 

The final point made by Participant 12 regarding their motivation was a common theme, which was 

explored in depth in Chapter 5 as the ‘Why’ of practice. This aspiration to contribute to successful 

performance, coupled with the embeddedness of practitioners seem to be the key points of 

difference when comparing the Applied PA role to other PA roles: 

 

“Why am I doing this? was more important to me at the time than actually physically 

What am I doing? I think, you know, we used it before and I've been in jobs, you can 

have ‘coding monkeys’ …and that's the people who work at [Data Companies] and 

everything else who don't necessarily have the experience of working with actual people 

at the end of that kind of data side, or the video side of it, so they can just go bang, 

bang, bang, bang a load of buttons and then say "See you later". And, you know, they're 

none the wiser if it's being used in a good way, a bad way, or anything else.” P13  

 

“…you can see that maybe bigger companies would be taking over... you know, looking 

at statistics for teams. That there would be kind of a general overlook, and you'll start to 

miss that kind of coach-analyst relationship, that's so important. It'll... like, I think that's 

so important. And then if you kind of outsource it that can be quite lost. And then you're 

missing the domain expertise, it's just a regurgitated report to you.” P26 

 

“We're not just a discipline of providing information for someone, but we're trying to 

translate that as best we can.” P20 

 

One participant picked up the use of the word “Applied” as it was used in the framework document 

to describe the practitioner, and felt it may be an important term to differentiate to role from other 

PA practitioners: 

 

“I'm thinking about the use of the word applied there, and why that's been why you felt 

like you needed to have that there as applied performance analyst rather than just a 

performance analyst.   The reason I raise it, [is] because I think it is the right term. 

It's probably semantics, you know, in a way, but to me, it's performance analysis, and 

then you've got people that do only small parts of it.  I guess that’s where I was going 
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with the applied piece is, technically, I'd say we, as in the collectively us, should hold on 

to that title.” P16 

  

The importance of experiencing the applied nature of the role in learning to become an 

applied PA was emphasised by another participant: 

 

“It's only when that application comes to life, with aspects and models of trust, and 

power and politics, that are all present… and it's all well and good reading about them 

and being taught about them, but if there's no application… that's where the learning 

becomes cemented, for me.” P20 

 

When combined with the findings in Chapter 5, the evidence presented in this section speaks to the 

uncertainty surrounding the role of an applied PA. This has been interpreted as a clear need for 

further work to conceptualise and define this role, and to educate stakeholders about the value 

applied PAs can add to the performance ecosystem. The perspectives of participants are understood 

to indicate that applied PAs see themselves as different to data scientists with a delineation around 

advanced techniques such as coding, statistical modelling and machine learning. While applied PAs 

use, understand, and apply analytical models, they generally do not build them. There was a sense 

that the level of data skills required by applied PAs varied based on the nature and availability of 

data within the sport. The points made about the skills necessary for applied practice have been 

interpreted to reflect a belief that there is a particular mix of skills required for this role which 

include pedagogy, underpinned by systematic analysis, communicated in the appropriate context. It 

is the application of this specific skillset to operate within the performance ecosystem and 

contribute to successful performance, which distinguishes applied PAs from other practitioners 

operating under a sports PA umbrella. 

6.1.2 Applied PAs are professionals operating in demanding environments, but 
are generally not highly valued and lack validation opportunities 

It is evident from data that applied PAs operate within very demanding environments, and 

how they saw the place and status of applied PAs as professionals within the performance 

ecosystem was interesting. The fifth focus group captured the opinions of a group of academics and 

much of the discussion focused on who the proposed framework would serve. One participant 

pointed out that the framework could potentially be the beginning of the conceptualisation of 

Applied PA as a profession: 
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“I think it's [the proposed framework is] the start of a framework for professional 

competencies …is performance analysis a profession? If it is, then is there... is there a 

professional competency framework or the sets of knowledges and skills that you... 

that you should have, or you might have” P17 

 

Reflecting on this focus group experience was very valuable in challenging the researcher 

assumptions that applied PAs were already considered to be sports science professionals. Thus, the 

question of whether Applied PA was a profession was posed to the two last focus groups. The 

penultimate group, comprising academics who were also practicing applied PAs, were emphatic that 

Applied PA was indeed a profession, but they felt it had a way to go in terms of understanding and 

how it is valued: 

“We're all out of a job if it's not… absolutely, in my opinion, yes. But I think there's also 

a long way to go for it to be widely recognized as a profession, I think those that work 

within it and know it inside out, and those who recognize the value in it will absolutely 

see it that way.  ..it's a profession, and there's so many different facets to it, that 

enable it to be a profession, I think would be very hard to argue against it being so.”  

P22 

  

“Yeah, definitely, like say … I think a lot of analysts or aspiring analysts do kind of the 

middle section well, they can get data well, but they don't necessarily analyse it as well 

as they could, or therefore tell a story out of it. So just becomes very descriptive. …So I 

guess, as we move forward, and more people get better at that, that area of telling 

the story, therefore, the coaches, etc, will therefore buy into it more so consistently. 

And then clubs will hopefully start paying more to reflect that.” P21  

 

This seemingly weak outward professional identity was echoed by the sentiments of the early career 

analysts in their perspectives on whether they felt Applied PA was a profession. They highlighted 

problems with stakeholder misconceptions, lack of pay and poor work-life balance are barriers to 

professionalism: 

“I think it's kind of... it's starting to develop into a profession, I think it took so long for 

it to even be recognized as its own discipline. It was kind of always seen as like just an 

add on to coaching or like 'Sure you just throw up a camera, and that's what you do' 

…I wouldn't of thought of it as a profession up until probably maybe two years ago 

really.”  P24 

 

“That's a tough one. Because certainly from working in professional [sport], I think 

there's a shelf life on an analyst. Or at some stage, you've got to have that hard 

question of like a work-life balance …it's definitely a profession but it's still probably 
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kind of finding its place within sport, as opposed to being established, a bit like S&C 

might be at the moment.” P25  

 

[Is it a profession?] “Yes and no. I think... I think obviously... just where I want to go, I 

probably don't want to be an analyst in 20 years’ time, obviously unless I'm able to 

work in a first team in the Premier League and the money is good, that's different.” 

P23  

“I think it's a profession to a certain extent … what I'm doing, what probably we're like 

all doing, is a certain amount of performance analysis, but I know I'm not getting 

paid!” P26 

 

“I think PA is a profession. I think... it's becoming more specialized as well and you are 

having to learn obviously, certain skills, which you wouldn't have to learn in other jobs. 

Certain softwares and things like that. And... the fact that you can have... there are 

progressions, and kind of a learning process, makes me kind of more inclined to think 

'Yes, it is a profession that you can... you can work towards.” P27  

 

Participants painted a picture of highly pressured working conditions where deadlines are rigid, 

hours are long, and the environment can be very insecure and dependent on performances:  

“If you're a coach analyst, then you tend to have that risk element to your job that if the 

manager gets sacked, you get sacked. So you know, if you've got a family or you're 

going to move to a country or anything like that you need protection and security from 

those elements. But if you're in a club where you're part of a team, and it's a different 

[salary] band, I think that's something that needs to be, in my opinion, a lot more 

transparent.” P13 

 

“Because we've worked under stress every day, all day, you just need to have a kind of 

calmness and a logic to your work. Get on with something and maximize the time.” P12 

 

“Sometimes there's quite a lonely aspect to this role on a Saturday night at midnight, 

when everyone else is out and you're turning down invitations to go to weddings, or 

whatever it is, you know, that you do make a lot of sacrifices.” P8 

“I think the long hours aren't fantastic, either. It's not something that's... I would say 

sustainable when you're older, and you have family and... and that sort of thing.” P23 

 

Many participants expressed a view that salaries and tenure conditions for applied PAs were often 

inadequate and not commensurate with the skillset and commitment required in these high 

pressure, demanding environment: 

“…there's the whole thing around the financial side of things and the horrific wages that 

are being advertised on full time analyst jobs. And that was a couple of weeks ago was it 
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[Professional Club], advertising a full-time job at £15k? And …they wanted a Masters 

and five years’ experience and all this kind of rubbish. That's just obscene that you'd 

advertise a full-time job at that.” P22 

 

“You need to be willing to live off no money, basically …just whatever you're going to get 

paid.” P23 

 

“Every single one of us has said, we all worked for free to start with, you know. Which, 

okay, you know, it's part and parcel of it, but shouldn't be. You know, I... I missed out on 

one job, because someone lived two minutes from the training ground and would do it 

for free. So that's the nature of it.” P13 

 

Practitioners’ basic need for validation, to seek advice or reassurance about the competence of their 

practice was evident in various discussions:  

“But yeah, [I found this focus group process] validating as well. Like, it's great to know 

that there's people that think similar things or have had similar experiences.” P8 

 

“The five of us should have a Friday afternoon, every eight weeks or something like 

that, just to speak to each other, there's the validation that we all need to feel and 

deserve.” P7 

 

 “I'm currently marching in a one-man band …with PA. So, it's nice to actually talk PA 

with someone. Yeah, I think it's nice, and it's nice to bring different institutions, 

different organizations together to discuss things. And it's nice to see some of the 

similar views coming out and the discussion seem to be mirroring each other's 

experiences, obviously, in different settings.” P22 

 

“I think the “seeking expertise” one is a good one for the wider world to know 

continually. Mainly because sometimes people get stuck in their routine or can't figure 

out a solution or if there is a better way. I always think of this as 'you don't know what 

you don't know' and is often hard to do without external assistance / reflection on 

what you're doing. There could also be an ego / imposter syndrome aspect of this if 

people are worried about being 'found out'.” P21 

 

The need for many more facilitated opportunities for applied practitioners to gain external validation 

via accreditation or communities of practice was highlighted: 

“…even like some of the webinars that [took place] last year …you saw the uptake of 

having people coming together and sharing that knowledge and ideas. So, it's there, it's 

needed. It just needs someone with time and money to kind of steer it in that direction.” 

P20 
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“You speak to people in Australia and New Zealand, South Africa, North America as well. 

They're so isolated at times and don't understand... they don't know whether they're 

doing a good job or not. Or what they should be doing, or what other people are doing. 

And just creating that community independently, I think is so important, and peers to 

bring through the next generation.”  P14 

 

“I think if you were able to build a profile and say like, 'Look, I've done free and voluntary 

work, but I've done this, that and the other.', and you could prove it and go to say, like 

the Institute or something and say like look, 'If I can get... accreditation or some sort of 

membership or whatever, I think is important.”  P24 

 

Participant comments have been interpreted to reflect a feeling that applied PA is considered a 

profession, but only to those who understand it, indicating weak outward identity as a collective 

professional group. Self-determination theory (SDT) suggests that employees’ basic needs for 

relatedness, autonomy and competence must be satisfied in order to function optimally in the 

workplace (Thibault-Landry et al., 2018). The findings in this section are interpreted to raise 

significant questions over the working conditions of applied PAs, where practitioners can lack social 

support and their relatedness need to feel respected, validated and valued seems to be often 

unmet, internally or externally.  

 

6.1.3 Professional development opportunities can be haphazard in applied PA, 
and there are limited career progression supports or pathways 

 The participants in general demonstrated a strong sense of ‘kaizen’ or philosophy of 

continuous improvement. This was reflected particularly in their efforts to continuously upskill with 

the latest technology as discussed previously, but also in their personal and professional 

development. Some analysts described well supported continuing professional development (CPD) 

structures within their workplaces: 

 

“In my Head of Analysis [role]… we could also ask for CPD support for education, 

training, conferences etc. I think CPD should be a big focus of a profession and a 

professional.” P17 

 

“Staff development is a big one for the club as a general. They have their own in-house 

system where every staff [member] has their own development plan. As Head of 

Analysis, my boss is on top of me to make sure staff have the resources to make sure 

they're developing, not only themselves but the department as we grow” P11 
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“I've got quite a good support within the department …Last year, I kind of saw as a 

learning year. Like a little bit more observing the other analysts within the team, how 

they go about challenging coaches or putting ideas forward to coaches. And then since I 

started, I've had to put into practice, how to do that.” P25 

 

The opportunity for personal and professional growth is a central tenant of competence in SDT. The 

facilitation of such opportunities was absent for other participants: 

 

“Time... time's your enemy... as an analyst, time is your biggest enemy. And that's the 

thing you've always got to remember.  …I think for a lot of people, they don't really have 

a lot of time to think about things too far down the line, because they are under so much 

pressure to get results or over emphasize preparation for each individual match. You 

know, whether it's the training, the opposition scouting, or their own debriefs, that 

constant pressure creates instability, but it doesn't allow you to really develop yourself 

or other people as much. I don't think it's as conducive to that.” P12 

 

“…[an intern] was basically just told to go to that Rugby Club, you sit in number seat 

number three, and you tag, that's your journey here as an analyst at this professional 

rugby club …you're a technician.” P7 

 

“If they're going to recruit someone for this little or no pay, well then there's a there's a 

requirement on them to at least train in some way or to give a little back.” P9 

 

Some participants spoke about the positive role mentoring played in their personal and professional 

development and felt it was something which should be accessible to all applied PAs in a more 

formal way: 

 

“…[I] agree …the part about people wanting skivvies, I say that's something I've actively 

tried to not do, because that's not what happened to me. I was lucky enough to get a 

mentor, lucky enough to have good and paid experiences, and I got a lot for it. So I kind 

of feel a responsibility to give a little bit of that back in what is now a really tough 

industry to get into.” P9 

 

“I was actually going to mention both the strength & conditioning one and then BASES, I 

just think we need to have something or someone who's somehow better or more 

established, [and] is therefore mentoring you through a process or you've got 

somewhere to access someone or group of people to make the, I guess, the profession - 

and the level of profession - accountable.” P21 
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“I think having a mentor that's kind of been there and done it is so important ...you can 

always like bounce ideas off, you know you're going down the right path a little bit. If 

there was some like mentor scheme, or some... just like contacts you know, that... that 

have kind of been there and done it and will help you out along the way. I think they're 

so important.  So instead of say having a mentor or a community of other analysts [we 

could say], 'We're like... the… performance analyst association.'” P25 

 

Evidence of applied PAs managing the recruitment of staff, development of analyst departments, 

strategic planning and administration was completely absent from the body of literature in the initial 

review (chapter 2). It was clear from discussions that for many applied PAs in senior positions, these 

activities form a considerable part of their role. Preparation for this transition to leadership varied 

from formal training to consulting friends: 

“It's [management] my role now. And I didn't have experience in some of it. Some of it I 

do, some of it I was trained to do, some not. Some developed, or [I was] thrown in the 

deep end.” P14 

 

“I spoke to a good friend… …and, you know, he was talking me through the transition, 

you know, he said, 'Developing the staff will be the first thing you do.'. And then he said, 

'After that, you will spend all of your time managing your staff.'. He said, 'So just be 

prepared, you know, that transition from kind of what you're used to doing.'”  P13 

 

“I suppose maybe from that strategic point, and looking ahead, that's something that an 

analyst does at a relatively early age, you know, to start to develop those [leadership] 

skills, because sometimes you just get landed in it. Maybe there's an acknowledgement 

of what you're supposed to do from a CPD perspective, like, what do I need to improve?” 

P7 

 

 “…developing people and skills - I guess my role is all about is pretty much all about 

that. …[Leadership training] probably started when I first did my coaching qualifications, 

where you're all about developing people. We've done a lot of internal leadership 

courses, mentoring coaching, line management courses.” P10 

 

The limitations and uncertainty in career progression pathways are evident in the following 

comments and aspirations from participants: 

 

“If you're getting a full-time role, you're getting £18,000, and you're not going to be 

living as a forty-year-old on £18,000 a year, like, it's not... feasible. My plan was always 

to  have some sort of job throughout the day, and then be able to coach or to analyse... 

but, obviously, in five years’ time if I'm working for a top club, things just might change... 
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If you're in a comfortable [applied PA] job. …Analysis as a lecturer, that's something I'd 

be interested in. But it's finance... really.” P23 

 

“…in some ways you look at the training [which] should then lead to engage in a role in 

your further development …I look at a pathway for analysts and the training, there 

should be substantial training to be ready for an opportunity.” 

 

“Setting up that overarching governing body to then provide the framework by which 

people can be assessed, accredited, but then improve it and see a pathway and see 

where they are in the global landscape.” P14 

 

In analysing these data, it is evident that with no industry requirement for CPD, experiences are 

highly inconsistent for practitioners. Mentoring was considered very valuable for professional 

development, but not always provided. This may be because supervised practice is not part of 

applied PA training. The absence of a career development structure or pathway is connected to 

participant evidence that career transition training and pathways are quite uncertain. 

 

6.1.4 Applied PA needs regulation and industry standards for practice and 
practitioners 

 Many participants linked the issues with professional recognition and value to a need to 

create mandatory professional standards and codes of practice which can be used as benchmarks: 

 

“Just if we then raise the standards through that kind of method [accreditation and 

regulation], seeing what else goes around elsewhere, you're almost being externally 

validated, then that's then no reason... why then the wages can't then match to the jobs 

and then you can use that to try and get better people in and then it just goes nicely full 

circle and then eventually the whole level of PA just goes up throughout the entire world 

hopefully.” P21 

 

“We are doing similar stuff internally, with regards to our professional standards. So 

having, you know, external things [like research / peer discussion] to lean on, not just my 

opinion, or our internal opinion, is really important.” P10 

 

One participant who is part of an applied PA Community of Practice, noted how their exposure to 

the wider community and guidance documents has impacted their practice and overall standards 

within the community:  

 

“Just between the WhatsApp groups and the different trips up to [the Community of 

Practice Seminars] …you know, it was it's the one thing I've taken most out of the groups 
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is the kind of the ethical code of practice, you know. What's the best practice, and how 

do you best behave ethically amongst your peers? I think it's been... that's been the 

biggest addition for me just to see how it's improved... as a profession as such.” P6 

 

The need for effective oversight and regulation of the profession was also a prevalent theme, 

reflecting a view that the current international accreditation options for applied PAs do not seem to 

represent ‘proof of practice’ or the meet the needs of applied practitioners as a validation tool: 

 

“Probably the point I'll take out of this exchange is the... the lack of accreditation. I think 

it's true, it's something we really need to... to improve really. So, you know, it's because 

we're… it's a bit of the wild, wild west at times.” P15 

 

“I think one of the biggest ones [to increase professionalism] that got touched on earlier 

briefly, is some kind of overseeing body or some kind of organisation…   I think that's 

where PA is massively lagging behind. In strength and conditioning, you've got the 

UKSCA. …I know that ISPAS have tried, and maybe still in the process of reinventing 

themselves a little bit and trying to become more like that.”  P22 

 

“I think it's important to have accreditations there because it keeps the whole industry a 

bit more regulated... in that you know, you can like, you kind of make sure that... 

practitioners are working to a certain standard and that you're kind of continuously 

trying to work, or increase, or improve your skill set or something like that.” P24 

 

 “Even though it's so important to become accredited… it's not seen as like, 'You have to 

do this'. I think it should be because how come other... like S&C, well even for coaching 

you have to take certain coaching education. For nutritionists, physiotherapists, they all 

have to get accredited to even practice. So how can we practice without being 

accredited...?” P26 

 

“I think you should be accredited. I think as long as the accreditation for performance 

analysis was rigorous enough to ensure a certain quality of 'I know that you are getting 

a certain... yeah quality of analysts, a good quality analyst.', then you would probably... 

it would be a benefit for you to be a part of that system.” P27 

 

Various participants noted the lack of standardization in current accreditations and potential value 

of robust practitioner accreditation to recruitment processes for employers and applicants: 

 

“The one thing to add …was this 'proof of practice'.  So we go back to the accreditation 

sort of argument. …to do that first filtering process, there was a lot of 'Right, let's set a 

task for people.', but you don't want to be looking at 3000 tasks. So again, you know, 

that's where you get these steps to say, 'well, let's make sure the person is hitting this 

mark, this mark, this mark', and then we give it out to you know, 30 people, you know, 
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it's... you don't have the time to go through that many. But again, it gives you an 

immediate look at their level of work, you know, and if someone hands something in 

which hasn't got the attention to detail you're used to, then immediately, you know, 

unfortunately, that's something you have to say, 'well, thank you, next one.'. And that's, 

you know, a proof of concept.” P13 

 

“Professional accreditation (outside of Academic qualifications) - something which is still 

lacking clarity and in some areas credibility also, particularly when compared to 

practical experience and peer to peer reviews in the industry.” P13 

“I had an interview with [Professional Club].  …out of everything that I had on my CV, it 

was the [National Governing Body] stuff that I done, that they were like, 'Oh, you've 

work with [National Governing Body].'. Whereas that... to me that was the least 

valuable out of any bit of work that I done.  Like if you're working with a higher club, 

even if the role you're doing... it's not kind of seen the same. Which obviously an 

accreditation would help a lot.” P23 

 

“Whenever it comes to recruiting people, a lot of the time the... actual practical 

experience [is judged to] overweigh somebody having a Prozone level three, or you 

know, an ISPAS level five or whatever, because there isn't really any sort of standardized 

level with that qualification.” P14  

 

It is evident from earlier quotes that levels of pay for applied PAs, particularly at entry level, is often 

poor, with many participants stating that they had worked for free in their early career. Some 

participants felt consistency and standardisation of salary scales could address the issues around the 

lack of salary transparency and poor renumeration: 

 

“Something that's not really been defined in the football industry is actually about the 

value of staff. And when you compare, you know, if you speak to any of your friends 

outside of football, everyone thinks you're a millionaire, which obviously is not the case 

for any of us. But there's always this hidden sort of society about how much they're 

going to pay people. You know, if we're talking about layers of competency or your idea 

of expertise, I think aligning that to something of value is a little bit more transparent for 

people to see where the industry takes them. …I was a Head of Analysis at one club, and 

was getting paid less than, you know, an intern at another club. There isn't any kind of 

consistency with it on that level.” P13 

 

“The same day, or a day later [2 Professional Clubs] advertised exactly the same role, 

…but there was eight or seven grand difference between exactly the same two roles. So 

yeah, that kind of standardization [is needed] …and you look at like BASES, for example, 

it's then in theory, we should, as applied practitioners have insurance and have a have a 

body to respond to and report to and be there for advice, which again is lacking.” P20 
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While several participants were accredited to different bodies including ISPAS, it was clear that this 

was a voluntary exercise, generally not sought by employers, nor viewed as essential to career 

progression. Therefore, many applied PAs are practicing without a code of conduct, practice 

guidelines, occupational health guidance, and potentially professional indemnity insurance. 

Participant sentiment has been interpreted to link the perceived lack of value and recognition of the 

profession to the absence of mandatory professional standards and a regulatory framework. The 

introduction of regulation through robust accreditation would be welcomed by practitioners and 

would assist in filling the gap in professional validation which they identified. It can be understood 

that applied PAs would also welcome opportunities for external benchmarking through availability of 

guides for practice and recommenced salary scales which are currently lacking. 

 

6.2 Discussion 

While Applied PA as a profession was not the focus of inquiry for this study, it emerged as a 

significant talking point and two of the themes generated through inductive analysis reflected 

participant perspectives on the nature of applied PA as a profession. The volume of comments and 

consistency of sentiment from participants on this topic necessitate that these are interrogated in 

further depth, as they may inform steps to improve the conditions in which applied PAs practice. The 

first theme indicates that the applied PA role is frequently misunderstood, needs conceptual clarity, 

and may be distinguished from other PA roles by its purpose and skillset, while the second theme 

explores the value, professional identity, and validation opportunities available for practitioners. This 

discussion places the need for conceptual clarity in applied PA identified here in the context of 

existing research in PA and other emerging professions, namely applied sports psychology and 

sporting directors in professional soccer. The focus group evidence is interpreted to inform a 

conceptualisation and definition of applied PA practice which distinguishes it from other forms of 

practice included under the sports PA umbrella, and data science practitioners. The question of the 

collective professional identity and working conditions for practitioners is considered in relation to 

extant knowledge and through the lens of self-determination theory. The potential to address both 

stakeholder misunderstanding and the lack of value placed on applied PA as a profession is explored 

through the application of the Value Proposition Canvas model to the role. 

“Sports performance analysis is a skilled profession requiring knowledge of sports 

performance, intellectual ability, practical skill and the ability to work professionally 

with a squad. The profession should not be undersold.” (O'Donoghue, 2013) 
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The statement above from an editorial in the International Journal of Performance Analysis in 

Sport is a good reflection of this researcher’s beliefs and assumptions about applied PA practice, 

albeit tempered with an awareness that applied PA is an emerging profession, slowly but surely 

gaining the recognition it deserves. This opinion was supported by the increasing references in PA 

literature to applied PAs as professionals (Huggan et al., 2015, Bateman and Jones, 2019, Carling, 

2019), and their work as professional practice (Butterworth and Turner, 2014, Mackenzie and 

Cushion, 2013b, McKenna et al., 2018).  The perspectives expressed by participants reflect a belief 

that they see themselves as professionals but that was qualified with an acceptance that they are 

potentially not seen or valued as professionals outside PA circles. The repeated and widespread 

nature of the discussions focusing on the misconceptions, lack of value, validation and professional 

recognition for applied PA professionals, challenged the researcher’s previous assumption that as 

the profession matures, professional acceptance would automatically follow.  This has been replaced 

with a view that unless there is conceptual clarity for the role of an applied PA which can be simply 

communicated and understood, then the current perceptions of, and working conditions for these 

practitioners will perpetuate. This observation made by Portenga et al (2017), in their report on 

creating a working definition of professional practice in applied sports psychology for the American 

Psychological Association could easily apply to sports PA: 

 

“Considering that many of these students attended programs under the auspices of 

professional preparation, it is unfortunate at best, deceptive at worst, that so many 

students are unable to make a living as a professional.” (Portenga et al., 2017:2) 

 

One commentator on sports psychology wondered if their profession was an illusion (Martin, 2019), 

citing full-time employment as one of the foundations of a viable profession (Hall, 1968). Applied 

PA’s claim to ‘professionhood’ is in a slightly different position as so many practitioners are 

employed in professional sport. The current findings, however, suggest that many may work in 

conditions which do not lend themselves to thriving practitioners or a thriving profession. 

 

  The frequent misconceptions of the role described by participants centre around the 

misunderstanding of their purpose, with many stakeholders perceiving an applied PA’s primary role 

to be as a technical IT support person. This concurs with the frustrations expressed by novice applied 

PA interns who were thought of “primarily as whiz-kids with computers” and got little opportunity to 

inform pedagogy, despite being coaching graduates p311 (McKenna et al., 2018). The 

misconceptions of the applied PA role have been highlighted by many others who have called for it 

to be conceptualised and defined  (Hammond, 2018, Carling et al., 2014a, Martin et al., 2016-17). 
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Older research describes how PA leaders resisted defining roles with the rational that: 

 “…by imposing boundaries on the area, we might limit the scientists who can contribute 

and could validly expand the subject areas, thus reducing possible horizons of 

development” (Hughes, 2004:103).  

 

This philosophy did indeed lead to the transdisciplinary evolution of PA, embracing technological 

developments in particular. Professor Mike Hughes epitomises this coming from an engineering 

background, but also an elite coaching background. Perhaps the most important line in this 

commentary notes that: 

“…most of the performance analysts of the late 80’s and 90’s were themselves coaches 

of different standards” (Hughes, 2004:105).  

Another fore father of applied PA, Professor Keith Lyons emphasised the inter-disciplinary and 

embedded nature of the role:  

“Performance analysts in the institutes and academies of sport have worked closely with 

their sport programs to deliver ecologically valid support for elite performance. Applied 

science is ‘normal’ science in Australian sport.” (Lyons, 2005: 156). 

 

This insight into the origin of the profession and understanding of the people who began to apply PA 

principles to sport provides an important foundation on which to conceptualise the role as one 

where pedagogical and interpersonal skills matter. The absence of definition was an understandable 

strategy in the early evolution of the profession, however the lack of a defined conceptual 

framework in which to operate seems now to be itself a limiting factor in the development of 

practitioners, their practice, and their aspirations to be perceived by stakeholders as valued 

professionals (McKenna et al., 2018).  The volume of data now available to sports organisations and 

the critical mass of people employed in applied PA, in such a variety of roles, demands a deeper 

assessment of practitioners’ function and purpose. Without this clarity it is very difficult to educate 

consumers about what they can and should expect from applied PA. 

Focus group data reveal a two-dimensional challenge in conceptualising the role. The first is 

to consider what differentiates applied PAs from other practitioners operating under a sports PA 

umbrella, and the second is to conceptualise a definition which embraces the diversity of practice 

and roles for applied PAs within the performance ecosystem. While there is huge overlap between 

the functionality of roles under a sport PA umbrella, their delineation allows for a more purposeful 

examination of the applied PA role, its characteristics, and particular functions. The recognition of an 
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‘other’ group is an important step in creating boundaries for a profession and building a collective 

professional identity (Cardoso et al., 2014). In order to support the discussion, an attempt has been 

made to delineate the various roles which fall under the broad discipline of Sports PA (Figure 6.2). 

This conceptualisation is informed in part by focus group evidence which differentiated the applied 

PA (Role 1) from practitioners collecting and analysing data in Roles 2, 3 and 6 where the analyst has 

no agency in how the data may be applied within a performance ecosystem to contribute to 

successful performance. It is also informed by twenty years’ experience in the discipline where the 

researcher has worked in Roles 1, 3, 4, 5 and 6, often combining multiple roles at once. Indeed, 

many researchers (Role 6) or consultants (Role 3) are embedded within performers’ organisations, 

contributing to the performance ‘pie’, thus they are wearing two hats and require the skills to 

execute both roles.  

 

 

FIGURE 6. 2: CONCEPTUALISING THE DIVERSE ROLES PRACTITIONERS MAY CARRY OUT WITHIN THE SPORTS 

PERFORMANCE ANALYSIS DISCIPLINE, DIFFERENTIATED BY THEIR PURPOSE AND EXPERTISE. 

In this conceptualisation the applied PA practitioner, for whom the Framework for Professional 

Practice was designed, is Role 1, and the other practitioners, educators and researchers will be 

referred to as PAs. This is not unproblematic given the definition of the word “applied” as 

“something put to practical use, rather than being theoretical” (Oxford English Discionary, n.d.).  By 

this definition, some aspects of all the roles could be considered the application of PA knowledge, 
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particularly Roles 2, 3 and 6, highlighting a significant issue with terminology. Language and 

terminology are an important consideration in conceptualising and describing this role, given that is 

seems to be commonly misunderstood. The term performance analyst is a legacy title, widely used, 

where maybe ‘sports analyst’ would have been simpler and easier to understand. It may also have 

been slightly more accurate, as the breadth of ‘performance analysis’ could describe the function of 

practitioners in strength and conditioning, sports psychology and others. Thus ‘performance analyst’ 

itself is a problematic term. The debate as to whether or not the discipline needs a rebrand is a 

matter which is beyond the scope of this research. Rather than creating new terminology, a 

pragmatic approach was adopted here to refine the existing vernacular with the addition of the 

word ‘applied’ to ‘performance analyst’, an addition which met the approval of one participant (16) 

who picked up on the nuance; “I'd say we, as in the collectively us, should hold on to that title.” This 

role is differentiated from others in PA by its purpose: to operate within the performance ecosystem 

and contribute to successful sporting performance, in a similar fashion to the description of ‘applied 

sports psychologists’ (Portenga et al., 2017).  While there is a long way to go to consider if this term 

could become a ‘protected title’ in a similar way to the title “Sport and Exercise Psychologist” in the 

UK - which means it is illegal for anyone to use the term unless they are registered by the Health and 

Care Professions Council (HCPC, 2021), - it is important to tackle the debate about what to call this 

collective group of professionals. 

 

The second challenge to a conceptualisation of the applied PA roles flagged by participants is 

the diversity of practitioners and roles within Role 1, a theme echoed in the PA literature 

(Hammond, 2018, Wright et al., 2014).  The conceptual model of the profession must accommodate 

this range of practitioners, from novices doing basic coding tasks, to Heads of PA who manage PA 

systems serving multiple arms of the performance ecosystem, or scouting analysts who may have no 

interaction with athletes (Carling, 2019).  A profession should have a unique body of knowledge 

which is ‘applied’ by practitioners (Carr, 1999). This body of knowledge forms the basis of curricula 

delineated for the profession, and this is validated by standardised professional regulation designed 

to certify the knowledge and skills of practitioners (Portenga et al., 2017). In order to understand the 

knowledge and skills professional practitioners require, it is critical to understand the nature of their 

practice. Understanding professional practice has been a key aim of this research by interrogating 

and interpreting the body of knowledge (Chapter 2) and engaging directly with elite practitioners 

(Chapters 3 - 6), in a process similar to the Association for Applied Sport Psychology’s (AASP) ‘job 
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task analysis’ with subject matter experts (Watson and Portenga, 2014).  Based on this 

understanding, it is submitted that the role of an applied PA can be defined as follows: 

An applied PA is an embedded practitioner who applies PA principles to 
generate valuable information, translate this information to co-create knowledge, and 
designs learning opportunities so that knowledge can be understood and can add value 
to stakeholder decision making and performance outcomes.  

 

It is proposed that this definition incorporates the ‘Why’, ‘What’ and ‘How’ of value co-creation in 

applied PA practice and will be applicable to the broad range of practitioners, as identified and 

discussed in Chapter 5. A scouting or recruitment analyst in a professional club is a good example 

practitioner to test the definition as they are embedded in the performers’ organisation, however, 

do not generally deal directly with athletes. The value of the information scouts generate about 

potential players is dependent on how well they understand the culture, the playing philosophy, and 

constraints of the organisation. Therefore, contextual intelligence gained though embeddedness is 

arguably as important as sporting knowledge and technical expertise to their practice. The potential 

of the information generated to be used will depend on the scout’s ability to translate the 

information to stakeholders and co-create knowledge about particular players, supported by the 

learning materials they design for decision makers such as performance prediction models, scouting 

reports or video profiles. Fundamentally the purpose of a scouting analyst is to contribute to 

performance success, be that in the long or short term, which also meets the remit of the definition 

proposed.  

 

 The multi-faceted nature of the conceptualisation reflects the mix of expertise required to 

generate, translate, and disseminate knowledge, a point made by several focus groups participants. 

They broadly agree with the five categories of expertise validated in Chapter 3: PA and Sport 

Expertise, Technical Expertise underpinned by Contextual Awareness, Professional Behaviours and 

Building Relationships. The profession has a robust and growing body of PA knowledge informing 

analysis methodology and ‘what’ to analyse, but this has been favoured over the study of how to 

apply PA principles in practice. The findings of this study emphatically reinforce the importance of 

pedagogical expertise in practice, exposing considerable gaps in our body of knowledge as a 

profession in how to effectively translate information and design learning opportunities within 

sports performance ecosystems, using technology which didn’t exist ten years ago. This research is 

beginning to emerge (McCosker et al., 2021, Gleeson and Kelly, 2020, Nicholls et al., 2019), but a 

concerted effort would be required to build a body of knowledge around this aspect of practice to 
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meaningfully support practitioners. In comparison, applied sports psychologists can draw on many 

volumes of research from at least two esteemed journals dedicated to applied practice.  

 

The other key insight gained from participants in terms of expertise was an understanding of 

the extent of the technical and analytical skill set they deploy. The findings indicate that applied PAs 

do not see themselves as data scientists, despite the overlap in skill set which is evident. While they 

understand and apply analytical models to support their practice, they do not generally build them. 

Rothwell and colleagues (2021:62) posit that in optimal performance ecosystems applied PAs 

contribute much more than information, describing environments where “the role of a performance 

analyst [is] limited to data analyst or computer scientist, with little involvement in practice task 

designs informed by performance data, ” as problematic. Gartner’s (2012), Analytic Value Escalator is 

a useful tool to delineate the different levels of analysis and analytics which form the basis of 

information generation in sports PA, from descriptive analysis, to diagnostic analytics, to predictive 

analytics, to prescriptive analytics such as Decision Support Systems (Robertson et al., 2017). 

Gartner’s model represents the expertise continuum in data science from the simple to the complex 

and this has been used to illustrate the expertise overlap described by participants (Figure 6.3).  

 

FIGURE 6. 3: THE LARGE RECTANGLE REPRESENTS THE DATA SCIENCE AND ANALYTICS EXPERTISE REQUIRED TO 

GENERATE INFORMATION IN SPORTS PERFORMANCE ANALYSIS. THE RED TRIANGLE ILLUSTRATES THE TECHNICAL 

ANALYSIS EXPERTISE OF APPLIED PAS BASED ON EVIDENCE PROVIDED BY PARTICIPANTS THAT THEY TYPICALLY DID NOT 

BUILD ANALYTICAL MODELS, BUT UNDERSTOOD AND APPLIED THEM TO SUPPORT THEIR PRACTICE. (CATEGORIES 

BASED ON GARTNER ANALYTIC VALUE ESCALATOR, 2012) 

This is a similar delineation to the one made between a business analyst and data scientist in De 

Mauro et al’s., (2016), classification of job roles and required skill sets in Big Data professions. Their 

study found the primary skill set required for the business analyst (analogous to applied PA) was 
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project management and delivering business impact, with tertiary skills in analytics, data 

management and systems management. The primary focus for a data scientist was the analytics skill 

set, with secondary focus on database management, project management and business impact (De 

Mauro et al., 2016). Swapping business analyst for applied PA, the difference in focus means the 

applied PA is responsible for project managing the human interface with data and ensuring its 

impact is maximised through translation, visualisation, and storytelling, while the data scientist’s 

focus is on making sure the system works effectively to produce optimum analytic outputs (Ismail 

and Abidin, 2016). The methodology applied by De Mauro and colleagues (2016), to delineate and 

classify the job families within Big Data is potentially a useful mechanism for a more comprehensive 

examination of the data skill sets which are required within the sports performance ecosystem for 

different sports and better understand which practitioners are best placed to deliver in these roles. 

What is evident from the current study is that applied PAs frequently engage with data scientists and 

engineers to support more complex projects, a finding similar to the collaboration illustrated 

recently as best practice at the ISPAS Workshop between GB Boxing and Middlesex University 

(James et al., 2021). It is critically important to the development of the profession to achieve a clear 

understanding of the balance of technical and analytics skills, versus the sport knowledge, 

pedagogical and professional skills required for practice. This would bring much greater clarity and 

direction to educational programmes, particularly given the significant time investment required to 

acquire technical proficiency. It would provide a strong foundation to regulate and validate practice 

via accreditation and also be helpful in isolating the ‘distinct knowledge base’ which applied PAs 

claim to ‘profess’ and ‘apply’ (Portenga et al., 2017, Carr, 1999, Parnell et al., 2018, Taylor and 

Garratt, 2010). 

 

Professional identity is an important cognitive mechanism that determines the behaviour 

and attitudes of employees (Caza and Creary, 2016), and how they define themselves as members of 

a collective group (Riemenschneider and Armstrong, 2021). The professional identity of an individual 

can be described as their self-description, based on their interactions with others and their 

environment, in a particular social context (Burke and Stets, 2009). Professional identity is complex 

and highly individualised and was not the focus of this investigation. What seems to be evident from 

the inductive analysis and merits some examination, is the weakness of a shared professional 

identity for applied PA practitioners. A strong shared professional identity is seen as an important 

ingredient for a profession to thrive (Wagstaff and Quartiroli, 2020, Portenga et al., 2017). In 

validating an instrument to evaluate professional identify in counselling, Woo and Henfield (2015), 
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isolated the six domains of expertise and behaviours which impacted the strength of professional 

identity: (1) demonstrate knowledge of the profession, (2) articulate philosophy of the profession, 

(3) establish expertise required of members of the profession and understand members’ 

professional roles, (4) validate attitudes toward the profession and oneself, (5) be engaged in 

professional behaviours expected of members, and (6) interact with other professionals in the field. 

An examination of these domains provides an obvious explanation for the absence of a shared 

professional identity within applied PA, as there is no shared understanding of the first three 

domains for practitioners to align to and profess. It follows that the creation of a shared 

understanding of the origins of a/the profession, its body of knowledge, the expertise required, and 

the philosophy and behaviours expected of practitioners is essential if practitioners are to be 

facilitated to develop a strong shared professional identity. 

 

SDT posits that an individual’s basic psychological needs for competency, autonomy and 

relatedness must be satisfied in order to reach optimal functioning in a particular environment (Ryan 

and Deci, 2000). Manganelli et al’s (2018), application of SDT to generating performance and well-

being in the workplace connects the nature of work practices to the satisfaction or frustration of 

these basic needs. They identify three key factors in determining needs satisfaction for employees 

as: compensation; interpersonal relationships; and job design, particularly task significance, job 

autonomy, and feedback (Manganelli et al., 2018). Mapping what has been learned from 

participants about work practices to these three factors, it is possible to examine how the conditions 

in which applied PA practitioners operate impact the satisfaction or frustration of their basic self-

determination needs. Considering compensation first, the experience shared by many participants of 

beginning their careers working in unpaid or poorly paid internships has been previously identified 

and criticised through an editorial in the IJPAS (O'Donoghue, 2013), and in an article featured in the 

Independent newspaper under the headline “Unpaid, bad hours, and you have to watch Reading: is 

this the worst job in football?” and strapline “Premier League club advertise year-long full-time 

internship”  (Taylor, 2013). Malone (2017: 571), described the reality of some sports science 

internships as “working sixty hours per week, loneliness and isolation living in hotel rooms, [where] 

…the relative pay for hours of work is not as rewarding as others outside the profession would think.” 

The lack of compensation for novice practitioners, many of whom may have considerable student 

debt to gain the qualifications required for these roles, is a significant frustration to their basic need 

for relatedness where they matter and are respected and valued by others. There was some degree 

of tolerance and wringing of hands with this reality among practitioners as the way things are, 
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however, some strongly expressed the view that it should not be the case. As careers progress, there 

seems to be a lack of transparency about salaries. Few participants really explored the impact poor 

renumeration would have on their career choices, with (P23) describing applied PA salaries as “not 

feasible” to live on in their forties, unless they were with a “top club” or had moved into PA 

lecturing. Interestingly the move to lecturing was not discussed by the many academics involved. 

Lecturing presents much more satisfaction of an individual’s basic needs through good salaries, 

security, and clear advancement pathways at a stage in life when stability is increasingly important 

(Joia and Sily de Assis, 2019). The competition for such PA lecturing posts is perhaps another 

indication of absence of these conditions from applied practice. The concept of professionals moving 

on from their core profession to engage in other roles is called ‘turn-away’ and often occurs when 

individuals seek alternative opportunities for career advancement and security, rather than 

continued accomplishment in the discipline (Joia and Sily de Assis, 2019).It is possible that 

Participant 23 may have a false impression of salary at a “top club” as one of the Heads of Analysis 

(P13) at a top club criticised the industry for the lack of transparency about how much people are 

paid, calling for more openness so aspiring analysts can understand what they may expect to get 

paid as they progress through the ranks, gaining more expertise and experience. The reality that 

even with those progressions, salaries are still poor, is spelled out by Carling (2019: 102): 

 

“Although recognition of their value has progressed over the last decade 

(improvements in knowing who the PA actually is (!), what they offer, and the impact 

they are having), current salaries generally do not reflect the difficulties and pressures 

inherent to the role.”  

 

The call from several participants for applied PA salary guidelines linked to expertise to be issued 

seems to be well founded as a measure which would meet practitioners need for well-informed 

autonomy in their career choices and to have their competence valued, similar to recent guidance in 

strength and conditioning (Langford et al., 2021). The question of who could or should issue such 

guidelines is unclear as renumeration may be particular to different sports and countries. 

 

Interpersonal relationships were the second employment factor in meeting an individual’s 

basic needs (Manganelli et al., 2018). The embedded nature of the role provides the opportunity to 

satisfy the practitioner need for relatedness, and many participants linked job satisfaction to the 

sense that they belonged and their contribution to the common goal was valued. The idea of ‘soft 
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power’ was strongly evident as many participants spoke of influencing and advocating within the 

performance ecosystem, reflecting the level of autonomy they experienced. They also expressed 

frustration when the capacity to influence was absent, and their work did not reach the desired 

audience. A key aspect of professional interpersonal relationships is feedback and its capacity to 

nurture professional growth and competence. Some participants spoke in glowing terms about the 

support and mentorship they experienced within their workplaces, while others described situations 

they were aware of where applied PAs were ‘lone-rangers’ with little social support. An auto-

ethnographical PhD thesis explores the professional development experiences of a novice applied PA 

in Rugby League (Fairbairn, 2017). Fairbairn’s experience and learnings, captured in the following 

reflection, align with the perspectives of many participants in this study;  

“I realise now just how much I over-read situations, thought them more significant than 

they actually were. I can see from my reading of micropolitics that I tended to 

instinctively reflect negatively to interactions and became paranoid. I was always 

looking for the ‘big win’ to get noticed rather than just doing the little things. This time 

round, things would be different.”  (Fairbairn, 2017: 264) 

This self-awareness and wisdom was achieved through two seasons of supervised practice where 

Craig Fairbairn kept a reflective journal and participated in regular debriefing meetings with the 

study supervisors who mentored and helped him interpret and reframe his experiences.  Structured 

and supported reflection are a critical and often mandatory requirement of supervised practice in 

the professional development and registration to practice of many sports practitioners (Knowles et 

al., 2014b, BASES, 2021, Stodter et al., 2021), however this is largely missing in applied PA.  The 

desire to access social support and validation via interpersonal relationships in a broader community 

of practice was identified by many participants. Research in education has shown how communities 

of practice can provide social support in the form of emotional, tangible, informational and appraisal 

support for members (Kojima, 2020). Currently practitioners invest in building networks of this 

nature for themselves, but several expressed the need for a more structured approach to developing 

communities of practice in the profession.  

 

Another purpose of a community of practice is the sharing of standards and approaches to 

inform members of best practice based on previous evidence (Meagher-Stewart et al., 2012). The 

evidence in this study suggests practitioners would warmly welcome opportunities to benchmark 

their work against examples and guidance on best practice. As previously discussed, there is little 

professional guidance to help practitioners negotiate the day-to-day challenges presented by the 

pressure to deliver to deadlines. Returning to Manganelli and colleagues’ (2018), factors for effective 
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employee functioning, it seems the  third of these - job design - is very much situation specific as 

there are no overarching industry standards. The long hours referred to by many participants are 

acknowledged in the PA literature (Wright et al., 2014, Carling, 2019, Fairbairn, 2017, Huggan et al., 

2015), and were the subject of a keynote presentation regarding health and safety issues in applied 

PA at the WCPAS which noted that; “the most serious issue facing analysts may be that they feel 

vulnerable and unable to raise health and safety concerns with employers”  (O'Donoghue, 2014). This 

raises many questions around the autonomy of practitioners and their basic need for safety, 

presenting a strong case for industry regulation. As job design seems to be situation dependent, so 

too does professional development. Evidence suggests CDP opportunities are haphazard, some 

practitioners are strongly supported, while others have such a heavy service delivery load, CPD 

cannot be prioritised. The basic need for autonomy to grow and develop will be frustrated in the 

latter scenario, and as CPD is not mandatory within the profession, there is no requirement on 

practitioners or employers respond to this need. There is little research exploring how practitioners 

are equipped or prepared for the transition to become managers in applied PA, with participants 

again reporting mixed experiences of management training. There is evidence of a professional 

development pathway which parallels the framework for professional practice, tracking practitioner 

development from learning to manage oneself to acquiring the expertise to manage a department or 

team of analysts. The formalisation of such a pathway would require further research focused on 

identifying the milestones and professional behaviours associated with different levels of practice. It 

would be particularly interesting to examine the skill sets of the most senior applied PAs as evidence 

from the focus groups suggest they may not be, or need to be, as technically skilled as their early 

career counterparts, and this has consequences for how we evaluate and accredit the various 

expertise required. It is possible that mandatory professional accreditation, mapped to a formal 

professional development pathway with defined CPD or career milestones, similar to Griffiths et al’s 

(2014), work in education, may address the current CPD deficit. The efforts of ISPAS, captured by 

Hughes and colleagues (2019), are potentially a strong foundation for such a pathway, however they 

did not detail the mechanism by which the accreditation would be evaluated. The concept of 

accreditation as ‘proof of practice’ was raised by participants, and it seems that the current PA 

accreditation offerings were not generally recognised as such when compared to nutrition or 

strength and conditioning. The accreditations which participants felt were robust and credible 

required onerous case study, portfolio or practical submissions which were peer reviewed (UKVRN, 

2021, UKSCA, 2021, BASES, 2016). Thus, a robust and appropriate mechanism of accreditation seems 

to be critical to ensuring its credibility: how we accredit is as important as what we accredit (Collins 

et al., 2015).  
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 The findings of this inductive analysis paint a picture of applied PAs as a group of 

professionals who lack a strong conceptual basis for practice and therefore struggle to articulate the 

value they bring to the performance ecosystem. Analysis of the findings in the context of our body of 

knowledge highlight how little we actually know about the realities of applied PA practice and the 

need for research to support and guide practice and practitioners, potentially with projects similar to 

the multi-researcher, multi-institution project: ‘a mixed methods exploration of career satisfaction, 

engagement, and self-care among applied sport psychology practitioners’ (McCormack et al., 2015). 

It is perhaps also important to note that despite over twenty years of research, sports psychologists 

are still asking questions about how to define their profession, so it may be that conceptualisation 

and consensus takes time. The body of research built up in sports psychology is potentially a rich 

learning resource which could help fast track the development of applied PA as a profession. Parnell 

and colleagues (2018), recognised that the lack of clarity in the role of sporting directors in 

professional football was causing problems in how these professionals were perceived and the 

negative impact this had on their practice. The six recommendations they made to remedy this are 

modified here for applied PAs:  

1. Conceptual clarity – clearly defined remit and role descriptors for the applied PA role 

for employers and for employees; 

2. Education – the further development of continuing professional education to support 

the applied PA role; 

3. Recruitment and development pathways – the creation of clear career structures and 

pathways within sporting organisations for the recruitment and development of 

applied PA practitioners; 

4. Research – a distinct body of context-specific knowledge to inform the practices of the 

applied PA; 

5. Regulation and support – an independent and inclusive professional membership 

body to support members; 

6. Ethics and code of conduct – a clearly defined set of values and ethical principles to 

guide professional practice. 

These recommendations are similar to calls in other emerging professions (Jones et al., 2021, 

Portenga et al., 2017, Carson and Walsh, 2021), for conceptual clarity, regulation and a shared, easily 

communicated understanding of the purpose of each role. 
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  While the definition of the role of an applied PA discussed previously is a valuable 

contribution in conceptualising and understanding the multi-faceted nature of the job, it does not 

communicate the value the practitioner can add in a simple fashion, easily and quickly explained.  In 

a bid to address the stakeholder knowledge deficit clearly identified in this study, the mechanisms by 

which practitioners within other disciplines of sports science articulate what they do were 

considered.  Examples of simple communication of value in other disciplines include the following: 

“Specialist sports dietitians can use nutrition to help you train, compete, and recover as an athlete,” 

(BDA, 2021); “Sport psychologists help professional and amateur athletes overcome problems, 

enhance their performance, and achieve their goals,” (APA, 2021a); “Chartered Physiotherapists help 

you get the most out of life. They are health professionals who help you recover from injury, reduce 

pain and stiffness, increase mobility and movement across your life journey” (ISCP, 2021).  Such 

statements are known as value propositions (VPs) and are seen as critical to communicating the 

potential value a business brings to customers (Payne et al., 2020), while articulating how the 

business proposes to create that value. Evidence from this study suggests that applied PA as a 

collective discipline have not clearly and simply articulated what they do and how they add value to 

stakeholders, therefore the development of a VP may be useful as the discipline evolves.   

 

There are various publicly available models to assist in the development of VPs, including the 

VP Builder (Barnes, Blake & Pinder, 2009), the VP Platform (Dennis, 2018), and the VP Canvas 

(Osterwalder et al., 2014). The Canvas model of VP design was chosen as the simplest and most 

appropriate for applied PAs as they work predominantly in a service ecosystem (as seen from the 

focus group data), rather than sales. Osterwalder and colleagues (2014:6), defined a VP as the 

“benefits customers can expect from your products and services.” Their model consists of a set of 

tools and steps to enable a business to recognise how the various elements of their business model 

determine their potential to create value.  Central to this VP Canvas is understanding the Customer 

Profile and how the business can create a Value Map which fits their needs (Osterwalder et al., 

2014).  The Customer Profile describes the “jobs” customers are trying to get done, captures the 

potential “pains” they encounter in doing these jobs and the “gains”, i.e. outcomes or benefits they 

are aiming for.  It is best practice to make a VP Canvas for each different customer segment as the 

needs of a coach will vary from those of a scout, an athlete, a member of the sports science team or 

an executive within an applied PA’s sporting organisation.  
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FIGURE 6. 4: A VALUE PROPOSITION CANVAS CONTRASTING THE ISSUES A COACH AS A CUSTOMER MAY HAVE WITH 

PA ON THE RIGHT (RED CIRCLE) AND THE POTENTIAL SOLUTIONS OFFERED BY APPLIED PA PRACTITIONERS ON THE LEFT 

(BLUE SQUARE). (TEMPLATE FROM VALUE PROPOSITION DESIGN, OSTERWALDER ET AL., 2014). 

 

Businesses invest considerable resources to research and fully understand the profile of their 

different customer segments. In the context of applied PA, academic research offers an insight into 

the “Customer Profile” of coaches and their Jobs, Pains and Gains in using PA and decision making 

(Martin et al., 2016-17, Kraak et al., 2018, Wright et al., 2012, Abraham and Collins, 2011, Jayal et al., 

2018). Drawing on this literature and the evidence provided by the focus groups, an exemplar 

customer profile was designed for coaches who wish to use PA with a corresponding value map 

breaking the VP of applied PA into Products and Services, Pain Relivers and Gain Creators for 

coaches (Figure 6.4). This VP Canvas is then used to inform the simplified VP which can then be 

pitched to customers (Figure 6.5). Rather than comprising a theoretical conceptualisation of the role, 

the VP communicates simply what coaches in general can expect from an applied PA practitioner 

and may help bridge the considerable gap in understanding which currently exists. VPs are also 

increasingly being used within organisations for the ‘internal branding’ of the various functional 

units such as human resources or information technology (Sheth, 2019). This concept is particularly 

relevant to applied PA practitioners who may form a PA department within a sporting organisation 

which provides services to other organisational units who are effectively their customers, and the 

exercise is potentially a lot more powerful if it is bespoke to a particular known customer group 

based on high levels of contextual intelligence. 
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FIGURE 6. 5: A SIMPLE VALUE PROPOSITION ILLUSTRATING THE VALUE APPLIED PA PRACTITIONERS MAY OFFER TO 

COACHES. 

6.3 Conclusion 

This study brings to the fore a problem in how applied PA is understood and perceived as a 

profession which poses significant barriers for practitioners in their day-to-day practice but is also a 

potential threat to the development of applied PA as a viable and thriving profession. The lack of a 

conceptual basis for the role seems to be inhibiting its development, and the myriad of roles under a 

sports PA umbrella serves to further confuse the issue. The perspectives of participants emphasised 

the pedagogical nature of the applied PA role, which resonates strongly with the legacy of the 

pioneers who first deployed analysis principles in applied sporting contexts. Thus, a balance of 

expertise is required for applied PAs to successfully complete their function to generate and 

translate information and disseminate knowledge. A definition for the profession was proposed 

combining the role functionality and the purpose of the role to operate within the performance 

ecosystem and contribute to successful performance. This conceptualisation was used to delineate 

the role of an embedded applied PA practitioner from other PA roles and data scientists. While there 

is considerable overlap in the functions and skill sets of these groups, the identification of a 

profession with distinct purpose and balance of skills is critical to the development of a shared 

professional identity around which industry regulation, accreditation, pathways, and communities 

can be built. Conceptual clarity is critical to this evolution, however, such academic definitions do 

not roll off the tongue. A VP is designed as an example of how applied PA professionals, and the 

profession, might communicate its potential value to inform decision making in a simple way.  As 
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technology and data become ever more embedded in decision making in sport, there is a significant 

opportunity for applied PAs to position themselves and brand the profession as essential to the 

translation and integration of data within performance ecosystems. The creation of this brand 

requires clarity of identity and purpose. 
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Section C  
Developing a Practitioner Development Pathway in the 

Gaelic Athletic Association (GAA): A Case Study 
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Chapter 7: Identifying the need to address PA practice 
in the GAA 

 

7.1 Introduction 

This Chapter will set the scene for an action research case study.  The case study describes 

the collaborative process of how a bespoke applied PA practitioner development pathway 

programme was developed with an Irish sport to address reported deficiencies in practice. In order 

to provide adequate context for the reader, a brief description of the evolution of applied PA in 

Ireland since 2000 is outlined.  The need for this case study to address PA practices in the Gaelic 

Athletic Association (GAA) was identified by a survey conducted by the PhD candidate and 

collaborators. The background to this research is provided, as is a description of the nature of the 

GAA. Given the researcher’s intimate involvement in this project, the narrative for this case study is 

often reflective and personal, thus for simplicity, the first person is used in these accounts as 

recommended by Zuber-Skerritt and Fletcher (2015). 

 

7.2 The evolution of applied PA in Ireland and a research question 

The opportunities to work as a full-time professional coach or sports scientist in Ireland are 

limited by the small pool of professional sports organisations and full-time teams. As applied PA 

grew from the turn of the century, opportunities for full time employment for applied PAs evolved in 

the Irish Rugby Football Association (IRFU) and their four regional franchises (6 roles), Irish Cricket (1 

coach-analyst), the Football Association of Ireland (1 role), Sports Institute Northern Ireland (SINI, 1 

role) and the National Coaching and Training Centre (NCTC, 1 role). I worked as Lead PA for SINI from 

2002 to 2007.  I then left to pursue PA consultancy roles with Sport Ireland Institute (SII), the IRFU, 

GAA teams and some media outlets. I began lecturing in sports science in the Institute of Technology 

in 2010 but continued various applied PA consultancy roles until 2015. In 2006, the Irish Government 

created the SII from the NCTC (Sport Ireland, 2010), and their appointment of Alan Swanton (AS) as 

lead applied PA  created a focal point for the small pool of applied PAs working in Ireland across 

multiple sports. This core group began to hold informal gatherings once or twice a year. AS and I 

began discussions in 2011 around the possibility of developing a position statement on developing 

PA as a discipline in Ireland (see draft document, Appendix 7.1). Our discussions revealed how little 

we knew about how PA was being used by Irish sports coaches or what the demand for PA was. The 

publication of a UK based study around this time providing insight into coaches’ engagement with PA 



172 
 

(Wright et al., 2012b), prompted us to consider conducting a similar investigation with Irish coaches. 

Johnny Bradley (JB), lead analyst at SINI, came on board with AS and I in 2012 to form a research 

team which would consider the following questions: which demographic of coaches are most likely 

to engage with PA?; what elements of PA do coaches have access to, and how do they use it?; how 

do coaches value PA?; and what barriers exist for coaches in using PA? 

 

7.3 A survey of Irish coaches on their use, integration, and perceived 
value of PA 

Coaching Ireland agreed to facilitate the research and after ethical approval (Institute of 

Technology, Blanchardstown research ethics committee), the survey was distributed to a sample of 

12,500 coaches from the Coaching Ireland database via email. There was a total of 766 responses 

and 538 met the inclusion criteria for analysis. An initial analysis of the findings was completed by 

the research team and presented to a gathering of nearly 50 applied PAs in Dublin in May 2014. One 

of those in attendance was Dr Denise McGrath who saw the potential to explore these findings in 

more depth. This ultimately lay the foundation for a PhD study. My PhD journey began in 2015 with 

an in-depth analysis of the survey data, which revealed a spectrum of PA users among coaches 

(Martin et al., 2018), (Appendix 16.5). Over a quarter of the coaches who responded were from the 

Gaelic Athletic Association (GAA, n=144), indicating a particular prevalence for the use of PA in GAA 

sports which begged further analysis. The analysis would reveal questions over the quality of PA 

practice evident in GAA and highlight the need for a strategy which might address this. The 

perspectives of GAA coaches on PA and their dissemination to prompt the action research project 

are reported in detail in Chapter 8.  

 

7.4 The Gaelic Athletic Association and applied PA 

The Gaelic Athletic Association (GAA), founded in 1884, has a unique place in the fabric of 

Irish life as the reach of its 1700 clubs touch every parish in Ireland, providing a focal point for 

cultural, social and sporting events (Cronin et al., 2009). Collectively, Gaelic games are the largest 

participation sports in Ireland with in excess of half a million members (GAA, 2014).   The family of 

Gaelic Games, consisting of Gaelic football, hurling, court handball and road bowls, are played at a 

variety of levels with senior intercounty competitions considered elite. The best players from the 

clubs within each Irish county are selected to represent their county at ‘intercounty’ level. This 

occurs at adult level, but also at under 20, under 17 and for development academies. The GAA is an 
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amateur organisation and the players do not get paid, however, resources are available for 

professional sport science and medical support to prepare elite teams (Keyes, 2016). It is important 

to note that while Ladies Gaelic Football and the female version of hurling, known as Camogie, are 

considered Gaelic Games, they are governed by organisations separate to the GAA and the disparity 

between funding is considerable. The GAA’s Coaching and Games Development spent €11.1 million 

in 2018, nearly fifty percent greater than the total expenditure by the Ladies Gaelic Football 

Association in 2019 (€5.5 million) (Kelly et al., 2021). It follows therefore that the budgets available 

to support team preparation in the female Gaelic games are considerably less than those of their 

male counterparts.  

 

In the last twenty years, applied PA has become integral to the preparation of intercounty 

GAA teams, in part due to reports that the 2002 and 2003 All-Ireland winning teams were applying 

this new discipline to support systematic tactical analysis (Harte and Shannon, 2003, O'Se, 2015).  

While I was invited to deliver a keynote presentation about PA and its application in the coaching 

process at the GAA’s first annual coaching conference in 2003, there have been limited opportunities 

for GAA coaches or would-be analysts to receive a solid grounding in PA in the intervening years. 

Demand for applied PAs within GAA has increased year on year, and it is now generally accepted 

that each elite team will have a dedicated person in that role. Thus, within any of the 32 counties in 

Ireland, it is possible to have different analysts working with the hurling, football, ladies’ football, 

and camogie squads at senior and underage levels. Adding in the ambitious clubs who also seek to 

engage applied PAs, the potential numbers of roles for analysts within GAA is considerable. Meeting 

this demand is quite another issue and by the middle of the 2010s decade, anecdotes of poor PA 

practice by unqualified but well-meaning people were emerging within the analyst community. Poor 

practice in this instance was seen as what Carling and colleagues (2014), referred to as analysts 

drowning themselves, coaches and players in so much data and statistics that their work, and the 

role of PA is rejected.  

 

The GAA’s Coaching and Games Development department had conceptualised PA in a 

holistic way as integral to the development of players’ body, mind, and soul in a strongly values-

based ethos, which complemented their Coach10 Coaching Framework. The idea that players were 

being reduced to statistics by PA and the increasing use of GPS data went deeply against this 

philosophy. Leinster GAA were sufficiently worried about sports science practices to commission an 

internal report on the effectiveness of spending on sports science in some of their hurling counties. 
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This confidential report, which was leaked to the press and described as “damning” (Brehony, 2016), 

exposed many inadequacies in how sports scientists were recruited and operated, and 

recommended that the GAA establish a panel of accredited sports science specialists. In light of this 

criticism, the ‘powers that be’ in the GAA, housed in the national stadium, Croke Park, were very 

open to suggestions which may address the deficit in practice.  

 

As someone from a family immersed in the GAA (Martin, 1984, Martin, 2003, Martin, 2021), 

I have a deep sense of belonging and investment in the association. I played and coached Ladies 

Gaelic Football, I was also a volunteer administrator for many years and trained as a coach tutor. 

With this background I perceived myself to be, and would be perceived as, a ‘GAA person’. This a 

difficult social construct to explain, and one which has roots in the origins of the association which 

was established to run “Irish sports for Irish people using Irish rules” (Rouse, 2009:79), and strongly 

rejected cultural and social influences from what were called ‘foreign games’ such as soccer and 

rugby. My understanding of being a ‘GAA person’ is to have a love and passion for our national 

games and respect for the place of the GAA in Irish society. In 2002, I was one of the first applied PAs 

to work with a male senior intercounty team (Martin et al., 2004), and subsequently worked with 

various elite teams in hurling and football. I provided live half-time statistics on air for BBC Northern 

Ireland’s GAA Championship television programme in 2003-04 and post-match statistics for several 

newspapers from 2008-2010. I delivered many PA education seminars and training courses in GAA 

clubs and counties all over Ireland. Through this involvement I had a deep understanding of how the 

GAA worked as a highly political organisation with complex power structures (Rouse, 2018). One 

change I had witnessed since my childhood was the establishment of robust coach education. In 

2016 there was emerging evidence of how the National Coach Education programmes established by 

the GAA in the 1990’s had enhanced the quality of coaching standards (GAA, 2014, Horgan and Daly, 

2015). I recognised the importance and potential power of national programmes to address issues 

within the association and it seemed likely that focussing some of this effort on PA may produce a 

similar effect.   
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7.5 Reporting the case study 
 

 

FIGURE 7. 1: AN OVERVIEW OF THE HOW THE NEXT CHAPTERS IN THIS SECTION OF THE THESIS ARE DELINEATED TO 

REPORT THE VARIOUS ASPECTS OF THE ACTION RESEARCH CASE STUDY. 

This section is structured as a series of short chapters which will detail the different stages of the 

case study. The survey study findings which gave rise to the research proposal are reported in 

Chapter 8, while Chapter 9 explains the methods and action research framework used in the study. 

Three macro cycles of action research took place which are detailed in Chapters 10-12.  An interview 

study with 14 GAA applied PAs is reported in Chapter 13. Reflections and learnings from the various 

strands of the case study are identified within Chapters, with a more in-depth interrogation in the 

final Chapter (14) of how the evidence accumulated through the course of the research triangulates, 

and what it reveals from the perspective of programme evaluation and future directions. 
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Chapter 8: A Survey Study of The Use, Integration and 
Value of Performance Analysis to GAA Coaches 

 

8.1 Introduction 

A growing number of high-profile GAA coaching memoirs (Daly & O'Connor, 2014; Harte & 

Shannon, 2003; McGuinness & Duggan, 2015), reveal how the modern GAA performance analyst is 

an integral support to the coaching team, managing a systematic programme of match analysis and 

feedback, using opposition analysis and motivational compilations. Significant strides have been 

made in recent years to begin to build up a PA body of knowledge about what to analyse in the male 

Gaelic sports in particular, with studies on intercounty Hurling (O'Brien et al., 2021, Clear et al., 

2017), Gaelic Football (McGuckin et al., 2020, Gamble et al., 2019, McGuigan and Collins, 2021, 

McGuigan et al., 2018, McDermott et al., 2021), and one recent study benchmarking performance in 

Ladies Gaelic Football (Kelly et al., 2021). These studies were all quantitative, focussing on 

understanding the nature of the various codes within the Gaelic Games family. Academic literature 

has been slow to reflect coaching practices, thus, aside from a few conference papers, (Martin et al., 

2004, Byrnes et al., 2021, Byrne and Byrne, 2016), little is known about how PA is applied in GAA 

coaching environments. 

 

The use, integration and value of PA to coaching practices has been examined by several 

researchers (Blaze et al., 2004, Butterworth et al., 2012, Groom and Cushion, 2004, Mooney et al., 

2015, Reeves and Roberts, 2013, Wright et al., 2012b, Kraak et al., 2018, Painczyk et al., 2017, 

Andersen et al., 2021). Most were sport specific in soccer, rugby, hockey, badminton and swimming, 

and were interview based. Wright et al., (2012), and Mooney et al., (2015), surveyed 46 and 268 

elite coaches respectively, reporting regular use of video feedback. Due to the myriad of factors 

which influence performance, measuring the impact of PA has proven extremely difficult 

(O’Donoghue and Mayes, 2013).  Thus, survey data on coaches’ perceptions of the value of PA is a 

potentially useful surrogate measure of the role of PA in coaching practice. There has been no 

exploration of the perceptions of a wider range of coaches to PA or of the factors differentiating PA 

users and non-users. With little research on the coaching practice of GAA coaches, this study 

explores their engagement with PA. Its aims were to examine which GAA coaches were using PA; 
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what elements they were using and how these were integrated into practice; how PA was valued 

and barriers to its use. 

 

8.2   Methods 

A sample of 12,500 coaches from the Coaching Ireland database was selected to complete 

an online survey relating to their engagement with various aspects of PA in May 2013. Coaches 

ranged from volunteer to elite coaches. To be included in the sample, coaches had to hold at least a 

level 1 coaching qualification, allowing the investigation to gain a broad understanding of 

perceptions of PA in Ireland. 538 coaches responded completing the online survey across 37 sports.  

As the highest responding cohort (n=144), data for the GAA coaches was isolated for further 

analysis. Of the 144 GAA coaches, 89% were male and the median age was 40-49 years old (40%). 

The original categories of ‘level of athlete coached’ were adapted appropriately for GAA to senior 

intercounty, intercounty age-grade and club / university / school. 

 

Categories of questioning included (i) coaching profile, experience, qualifications, roles, (ii) 

elements and tools of PA used and its integration into the coaching process, (iii) perceived value of 

PA to coaches, (iv) barriers to the use of PA. The majority of questions were closed and pre-coded, 

similar to the validated tool used by Wright et al., (2012). Some questions were answered by only 

coaches using PA allowing the investigation to target explicit users. All of the coaches involved with 

the study were contacted via email and requested to complete the anonymised questionnaire in 

Survey Monkey. The majority of data presented in the study are descriptive in nature. Statistical 

analyses were conducted using SPSS (version 20.0, IBM Corp.).  The Chi-Square test was used to test 

for association between a range of variables such as coaching qualifications and the proportion of 

coaches using PA. A significance level of 0.05 was used for all analyses. 
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8.3 Results 

8.3.1 Coach profiles 

TABLE 8. 1: PERCENTAGE OF PA USERS WITHIN EACH PROFILE FACTOR. P VALUE RELATES TO CHI SQUARED TEST OF 

ASSOCIATION PA USE AND PROFILE DIFFERENCES. 

Profile Factor Coach Profile % PA Users P Value 

Coaching Experience ˂ 10 Years 33  

 10+ Years 66 0.00 

Coaching Qualification Level 1 Qualified 37  

 Level 2+ NGB Qualified 70 0.00 

Level of Athlete Coached University / Club / School 32  

 Intercounty Senior / Age Grade 76 0.00 

Remuneration Status  Volunteer (With / without expenses) 45  

 Paid Coaching Position – FT or PT 81 ˂0.006 

 

Just under half (49%) of GAA coaches surveyed used PA. There is evidence of a statistically 

significant association between the use of PA and increased coaching experience, level of coaching 

qualification, level of athlete coached (intercounty) and whether the coach was in a paid coaching 

position (Table 8.1). Respondents varied in coaching experience; 25% had less than 5 years, 37% had 

6-10 years, 15% 11-15 years and 23% with 15+ years’ experience. The majority of coaches (65%) 

were qualified at GAA Award 1 level, with 35% qualified to Award 2 or beyond. A lot of coaches 

worked with multiple teams. When the coaches were categorised according to the highest level 

coached, 13% were senior intercounty coaches, 15% coached at intercounty age grade and 62% 

coached at university / club or school level. 78% of coaches were unpaid volunteers, 11% were 

volunteers receiving expenses, 3% held part time coaching roles, while 8% had full time roles. 

   

8.3.2 Use and integration of PA 

GAA coaches (35%) reported a similar level of access to the support of a performance 

analyst as their peers in rugby (41%), hockey (33%) and soccer (30%). When asked what elements of 

PA they used (Figure 8.1), match statistics was the most prominent (81%), with only 49% having 

access to match video. In response to a supplementary question, the majority of coaches indicated 
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they are never (39%) or rarely (20%) provided with post-match video. 20% of coaches reported post-

match video available often or all the time.   

 

FIGURE 8. 1: ELEMENTS OF PA WHICH GAA COACHES HAVE MOST ACCESS TO. N = 70 

 

TABLE 8. 2: RANGE OF PA TOOLS USED BY COACHES. N = 70 

Tools  % Coaches  

Hand notation  65 

Computerised Analysis Software:              Dartfish 35 

                                                            Focus X2 7 

 SportsCode 6 

                                                            Kinovea 3 

Apps for Phone / Tablets  32 

Video editing software e.g. Moviemaker 17 

Performa Sports  6 

 

An investigation into the range of PA tools coaches were using (Table 8.2), reveals hand 

notation to be the most prominent (65%). Accounting for coaches using multiple software brands, 

the combined usage of computerised analysis software was 40% and Dartfish was the most popular 

(35%).  A third of coaches (34%) are receiving combinations of video and statistical feedback (Figure 

8.2), however it is more common for coaches to receive statistical feedback only (46%). When asked 

about the frequency that PA informed the content of their training sessions, 69% of coaches felt this 

was often or all the time (Figure 8.3).  
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FIGURE 8. 2: THE TYPE OF FEEDBACK PROVIDED TO COACHES DOING PA. N = 70 

 

 

FIGURE 8. 3: FREQUENCY THAT PA INFORMS THE CONTENT OF TRAINING SESSIONS FOR COACHES USING PA. N = 70. 
(RARELY, 2-3 TIMES PER SEASON; OCCASIONALLY, 4-6 TIMES PER YEAR; OFTEN, 4-5 TIMES PER MONTH).   

 

8.3.3 Value of and demand for PA 

When the coaches using PA were asked if they would like to use more PA within their 

coaching, 94% said “yes”. The majority of coaches were positive about the value of PA (Figure 8.4), 

indicating that it was important (19%), very important (49%) or essential (21%) to their practice.  

Based on the perceived commitment of money and resources, coaches were not convinced that 

their organisation valued PA as highly. 
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FIGURE 8. 4:  THE PERCENTAGE OF COACHES RATING PA AS IMPORTANT TO ESSENTIAL, TO THEM AND THEIR NGB.  N 

= 70 COACHES. 

 

8.3.4 Barriers to use of PA 

A variety of factors were reported as barriers to coaches’ use of PA (Table 8.3). Knowledge 

(27%) was the most prominent issue for coaches not using PA, significantly less so for those using 

PA.  There is evidence of a statistically significant association between using PA and the identification 

of cost, availability of equipment and time taken to complete analysis as the main barriers to use of 

PA.  None of the coaches reported concerns about reliability as a barrier to progress.  When asked if 

they would like training on how to integrate PA effectively into their practice, 87% indicated they 

would. 

TABLE 8. 3: BARRIERS TO EXPANDING AND PROGRESSING THE USE OF PA.  N = 144. 

Theme Barrier % Coaches 

using no 

PA 

% 

Coaches 

using PA 

Knowledge I would like to know more in order to progress* 27 10 

Cost Cost of software* 22 72 

Cost of hardware* 16 50 

Cost of personnel* 15 41 

Time Time taken to complete analysis (tasks too long / arduous)* 7 35 

Lack of time available to interpret and analyse information 15 27 

Time lost from training / practice to feed back the information 8 11 

Personnel  Can’t find someone to do it 7 17 

Players’ responsiveness to video has been overly negative 1 4 

Other members of the support teams responsiveness to 

feedback 5 6 

Other resources Availability of equipment i.e. laptop, PC’s, screen* 11 30 

Availability of appropriate room / space to hold feedback 1 5 
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sessions 

Value / Nature 

of Information 

Usability of the information provided 3 9 

Reliability of the information provided 0 0 

Concern over information overload 8 15 

Concern over analysis as a distraction 7 6 

Don’t consider that the analysis adds value 3 0 

N/A Not applicable 43 5 

* Indicates statistical significance:  Knowledge – Xi2 = 6.8 p = 0.009; Cost Hardware – Xi2 = 35.9 p = 0; Cost Hardware - Xi2 = 
12.4 p = 0; Cost Personnel - Xi2 = 12.7 p = 0; Time taken to analyse - Xi2 = 16.9 p = 0; Availability of Equipment - Xi2 = 8.2 p = 
0.004. 

 

8.4 Discussion 

The purpose of this research was to explore the engagement of GAA coaches with PA, 

examining its use, integration and perceived value to the coaching process, and the factors 

precluding the use of PA. The findings revealed that almost half (49%) of coaches surveyed using PA 

in their practice and provides insights into the profile differences between users and non-users. 

Coach responses build a picture of the PA tools used and how they inform practice and highlight the 

challenges for coaches in progressing their use of PA. This, the first survey of coaching practices in 

the GAA, establishes a benchmark for future assessment of coach usage of PA in the GAA.  Given 

that the GAA Games Development team is due to begin a process of mapping coach education 

outcomes in the new Coach10 framework (Horgan and Daly, 2015), the findings may also have 

practical value in informing elements relating to observation, quantitative and qualitative analysis 

and feedback. 

 

8.4.1 Coach profiles 

This study has identified several factors which have a significant association with the use of 

PA in coaching practice.  The key indicators were Award 2 qualification, 10+ years’ coaching 

experience, coaching at intercounty level and remuneration status. This is possibly reflective of a 

juncture in a coach’s career where they have gained sufficient experience to have access to more 

talented athletes and increased resources.  The identification of Award 2 as a threshold to use of PA 

is important to coach education designers as it provides an opportunity to target material and 

support to the development of PA expertise at appropriate stages in their career.   
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8.4.2 Use and integration of PA 

Statistics, provided post-match and at half time, are the most dominant form of PA evident 

in this survey of Gaelic games. This is perhaps due to the pervasive role they play in GAA media 

coverage. BBC Northern Ireland introduced half-time and full-time match statistics to their Gaelic 

football analysis in 2003 and since then statistics have become integral to broadcast and print media 

coverage of Gaelic football and hurling games (Whelan, 2013). Another potential reason for this is 

the cost associated with taking and using video. Nearly half (46%) of coaches using PA received 

statistical feedback only and it is likely this data was collected using hand notation, given its 

prominence as the most used PA tool (65%). Hughes (2008), while a strong advocate for the use of 

notational analysis, warns that its accuracy and value depends on quality of the input. James and 

colleagues (2007), identified the process of re-checking data with video as the gold standard in 

reliability procedure.  The fact that so many coaches reported receiving statistics only, with no 

access to video to verify the data, raises some questions over the reliability of these statistics.  It may 

be useful for GAA coach educators to emphasise the importance of critically appraising the reliability 

of data and to ensure coaches are well equipped with strategies to ensure hand notation is as 

reliable and accurate as possible (Carling et al., 2005). 

 

Video is not only important for reliability, it also allows coaches and athletes to figure out 

‘why’ and ‘how’ performance occurred through qualitative analysis (O'Donoghue, 2015), and video is 

often integral to feeding information back to athletes (Maslovat and Franks, 2015).  A large 

proportion of PA users (59%) rarely or never had access to video. Thus, their ability to effectively 

diagnose and respond to issues presenting in the statistical data, is diminished. Those coaches with 

access to video used it in a variety of ways, feeding back to their teams and support staff, doing 

technical analysis, conducting opposition analysis, and using motivational compilations. The range of 

PA elements employed suggests evidence of some systematic use of PA, similar to the professional 

PA support described by Wright et al., (2014), in soccer.  Changes in performance are generally 

affected through strategies implemented in practice sessions (Carling et al., 2005), and 69% of 

coaches reported that PA informs the content of their training at least 4 – 5 times a month, 

indicating some methodical use of PA.  This evidence of regular use of video feedback and the role of 

PA systematically informing training in some coaches, concurs with the intervention schedule of a 

senior intercounty team outlined by Martin et al., (2004), and Byrne and Byrne (2016). These papers 

reported the role of the performance analyst within an intercounty football and hurling team 

respectively. The current study found over one third (35%) of GAA coaches using PA reported having 
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access to an analyst. These coaches were significantly more likely to have increased access to video 

and use computerised analysis software. Cost may be the main barrier to accessing computerised 

analysis software which is used by just 40% of PA users, however the prominence of phone or tablet 

based ‘apps’ (32%) could indicate a shift towards mobile technology. Performa Sports was the only 

mobile cloud-based analysis platform identified, used by 6% of coaches.  

 

8.4.3 Value of and demand for PA 

The vast majority of coaches using PA (89%) valued it as important – essential to their 

practice, consistent with the positive ratings and assessments of PA by coaches in similar 

investigations in other sports (Blaze et al., 2004; Butterworth et al., 2012; Groom & Cushion, 2004; 

Wright et al., 2012). Coaches using PA indicated overwhelmingly (94%) that they would like to use 

more. These findings assist in building the body of evidence supporting the role of PA as a key tool in 

their practice. Given the difficulty in proving performance impact attributable solely to PA 

(O'Donoghue, 2010), perceptions of value placed on PA may prove a useful surrogate measure.  

There was a considerable difference in how coaches perceived their NGB valued PA, 56% important 

– essential. This is perhaps reflective of differing attitudes to PA. While coaches have been quick to 

embrace the potential of PA (Harte & Shannon, 2003), a case in 2015 highlights that administrators 

may be less so. The decision by Munster Council to ban live video feeds (Cummiskey, 2015), for 

intercounty matches was seen by many as a backward step given that this study shows 26% of PA 

users availing of live coding information. 

 

8.4.4 Barriers to use of PA 

Consistent with the findings of similar surveys, time (Mooney et al., 2015); cost of software, 

hardware and personnel and availability of equipment (Wright et al., 2012), were the key barriers 

identified by coaches to expanding their use of PA. A novel aspect of this study is the comparison 

between coaches using and not using PA. Knowledge was highlighted as an obstacle to progress by a 

quarter of coaches (27%) not using PA, but it was significantly less of a barrier to PA users (10%). 

Relating this to the differences in profile between the two groups, it would appear that attaining 

GAA Award 2 qualification coupled with the experiential learning acquired by more years’ coaching 

may be addressing the knowledge deficit between PA users and non-users. Both PA users (93%) and 

non-users (81%) indicated they would like training on how to integrate PA effectively into their 

practice suggesting strong interest in professional development training in this area. 
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8.5 Conclusion and coaching implications 

There are widely cited limitations of survey methodologies that could have potentially 

affected our data, such as responder bias, reduced validity of closed-ended questions and subjective 

interpretation of rankings. However, the findings from this study provide a first insight into the 

application of PA in GAA coaching practices. Despite their amateur status, this study found a small 

proportion of GAA coaches engaging with PA with a level of sophistication that appears similar to 

professional sports. Further research, particularly case studies, examining the coaching practice of 

intercounty coaches, investigating the frequency of feedback and structure of interventions for 

amateur players would be welcome.  The overall PA usage figure of 49% in Gaelic games will act as a 

benchmark for future studies. The findings suggest demand for continued and expanded use of PA, 

which is highly valued by coaches in their practice. 

 

The study has identified GAA Award 2 as a key threshold between using and not using PA, 

potentially allowing coach education designers target material and support to the development of 

PA expertise at appropriate stages in their career. Findings suggest that in GAA coach education, 

more emphasis could be placed on the importance of contextualising statistics with video and the 

potential of video feedback to players. Coaches should be encouraged to question the reliability of 

match statistics and be equipped with appropriate strategies to minimise errors in data collection.  

Given the trend towards using an applied PA, it may be beneficial to provide support to coaches on 

defining roles, building relationships, developing appropriate analysis systems, interpreting 

information, and directing feedback.  It may also be beneficial to create a guide for practice for GAA 

applied PA which aligns to coaching structures. 

 

8.6 Dissemination of findings 

This research was presented at the ISPAS 7th International Workshop which was held in 

Ireland in March 2016 (Appendix 16.2 and 16.4). This workshop provided an excellent opportunity to 

disseminate the results to an interested audience, many of whom were practicing GAA applied PAs. 

The findings generated considerable informal discussion among the gathered analysts. While the 

data were three years old at that point, many felt they were an accurate reflection of the trend for 

numbers driven practice in GAA and, if anything, this had been amplified in the intervening years. 
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There were also discussions about how to address poor practice and meet the growing demand for 

applied PAs within the GAA. I left the workshop that day confident that the findings were indeed an 

accurate reflection of PA practice in the GAA and buoyed by the appetite of the analysts present to 

be involved in creating a solution. On reflection this workshop exemplified the power of such 

gatherings for formal and informal knowledge transfer and social support. 
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Chapter 9: An action research framework supporting 
the development of an applied PA practitioner 
development pathway in GAA

 
 

9.1 Introduction 

 

“Action research is enquiry with people, rather than research on people.” 

(Altrichter et al., 2002:130) 

 

This case study is presented as an action research study examining the single phenomenon 

of applied PA practitioner development in the GAA (Heale and Twycross, 2018). The premise of 

action research is to generate practical knowledge through systematic collection and analysis of 

data, which leads to action and change (MacDonald, 2012). Action research usually involves 

community based partnerships and has been described as a potentially transformative vehicle for 

social change, enabling people to take responsibility for improving their circumstances (Zuber-

Skerritt et al., 2020).  Zuber-Skerritt (2015) details eleven different action research approaches and 

advocates the Participatory Action Learning and Action Research (PALAR) concept as a proven 

approach in developing life-long learning and leadership in communities. Zuber-Skerrit (2018:515), 

considers PALAR to be an emerging and evolving paradigm and offers a working definition as 

follows: 

 

“PALAR is a special kind of action research that integrates various concepts and 
processes, including lifelong learning, collaborative action learning, participatory action 
research, and action leadership.” 

 

PALAR is based on cycles of thinking critically, researching and acting transformatively, and learning 

holistically, and its champions conceive it as a philosophy, a methodology, a theory of learning and a 

facilitation process for community engagement  (Zuber-Skerritt, 2015). As a philosophy, PALAR 

draws on multiple theories including hope theory, critical theory and complexity theory, while as a 

methodology it is flexible enough to incorporate phenomenology, grounded theory or case study 
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approaches to data collection (Zuber-Skerritt, 2015). At each step in the research process, there are 

choice points about the degree of stakeholder participation. A spectrum for this is described by 

Vaughn and Farrah (2020), in a series of verbs and begins with participants being informed, 

consulted or involved to some extent, and towards the other end of the spectrum, the community 

becomes a collaborative partner in the research process, or becomes empowered to lead research 

decision making.  

 

This action research project arose from the need to address a practice deficit in how PA was 

being integrated and used by GAA coaches and applied PAs (Martin et al., 2017). The project’s 

purpose centres on action leadership to engage a community of applied PAs in a process of personal 

development and life-long learning, with the ultimate aim to improve standards of practice. PALAR 

methodology and philosophy was adopted to underpin this project as it has been shown to be an 

effective framework for this type of community engagement (Wood and Zuber-Skerrit, 2013). The 

philosophy and principles of PALAR aligned very closely to the philosophy of the project team. 

Additionally, the PALAR concept of an action leader as one who “takes responsibility for, not control 

over, people through networking and orchestrating human energy towards a holistic outcome that 

benefits the common interest” (Zuber-Skerritt, 2011), was exactly the type of leader I wanted to be 

to this community.   

 

The key principles of PALAR can be summarised as the 3Rs: relationships, (critical) reflection, 

and recognition, and the 7Cs: Communication, Commitment, Competence, Compromise, 

Collaboration, Critical Self-Reflection, Coaching;  these are used to guide decision making and critical 

reflection (Zuber-Skerritt, 2018).  It is clear from these principles and the nature of the prompt 

questions they elicit (Table 9.1), that PALAR involves a holistic, ‘affective-socio-cognitive’ approach 

(Fletcher, 2015).  

TABLE 9. 1: USING THE 3RS AND 7CS OF PALAR TO GUIDE REFLECTION ON A PROJECT (ZUBER-SKERRITT ET AL., 
2018:520)  

The 3 Rs of PALAR Consider the following questions 

Relationships How can I improve the research relationships? How can I help to maximize goodwill, 

cooperation and therefore mutual benefit among participants and others involved in the 

research? 

Reflection How can I help participants to reflect on their own learning and how can I further develop my 

own capacity for, or approach to, critical reflection? 
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Recognition How do I recognize and value participants’ achievements and how can I enhance what I do? 

The 7 Cs of PALAR Consider the following questions 

Communication How effective is my communication? How dialogical, how egalitarian, and how inclusive is it? 

Commitment How committed am I to the project, to the participants, and to the intended outcome/s? 

Competence As facilitator of the process, and as researcher, what do I need to learn? 

Compromise How willing am I to listen to others’ points of view and reach mutual agreement? 

Critical Reflection How do my feelings, thoughts, motives, and values impact upon the research process? 

Collaboration How collaborative is the process? What role/s do I and the other participants play and how 

could collaboration make them more effective? 

Coaching How am I directive in the various processes of this research? How can I improve my mentoring / 

facilitation skills? 

To conclude How, and how well, am I living out these characteristics in my project? 

What successes/challenges am I encountering? 

What do I need to change in my thinking, acting? 

How else can I improve these aspects? 

 

There is a recognition that this type of project deals with the affective realm; our emotions, feelings 

and intuitions, but also the cognitive realm, demanding logical, rational, analytical and critical 

thinking, and the social realm where social context, influences, and conditions will have a significant 

impact on the project (Fletcher, 2015). These three realms impact judgements, decisions and 

outcomes for both the research team and participants, thus a holistic lens is required when 

reflecting. Trehan and Rigg (2012), emphasise the importance and value of critical reflection to 

action learning when applied individually and collectively, as our experiential learning comes from 

how we interpret these experiences.   Critical reflection has been distinguished from other types of 

reflection because it questions all underlying assumptions and the identification of the wider social, 

political and cultural processes at work (Reynolds, 2011). The importance of challenging assumptions 

and ‘taken-for-granteds’ is seen as central to the successful  implementation of the PALAR model 

(Zuber-Skerritt, 2015). The activities Brookfield (1988), proposed as a route to critical reflection over 

thirty years ago are still being recommended (Trehan and Rigg, 2012:108), and these are:   

“Assumption analysis: Thinking in such a manner so as to challenge our beliefs, values, 
cultural practices, and social structures in order to assess their impact on our everyday 
practices and recognize our core assumptions about the order of the world. 

Contextual awareness: Realising that our assumptions are socially and personally 
created in a specific historical and cultural context. 

Imaginative speculation: Imagining alternative ways of thinking about phenomena in 
order to challenge our predominant ways of knowing and acting. 
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Reflective scepticism: Questioning universal truth claims or unexamined patterns of 
interaction through the above three activities.” 

 

 PALAR projects are often represented as a figure of eight diagram which reflects how the 

context and the cycles of practice intersect around the vision for the project (Zuber-Skerritt, 2018). 

The figure eight diagram for this project (Figure 9.1) provides an overview of the stages of 

relationship development (top circle) which occurred and how that informed the research cycles, 

represented by a single circle on the bottom. This chapter will detail how the relationship stages of 

the project developed and evolved and give an overview of the three PALAR cycles which occurred. 

Zuber-Skerritt and Fletcher (2015), highlight the difficulties in moving from doing action research to 

writing it up. Engaging in action research is chronological and process-orientated, whereas the thesis 

should be presented logically and succinctly as a product (Zuber-Skerritt and Fletcher, 2015).  
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FIGURE 9. 1: THE PALAR PROCESS FOR THE CO-DESIGN AND ESTABLISHMENT OF AN APPLIED PA PRACTITIONER 

DEVELOPMENT PATHWAY IN GAA (ADAPTED FROM WOOD, 2021).  

 

In order to aid reader understanding of the origin and duration of the project, a timeline diagram has 

been provided (Figure 9.2). This illustrates how the need for the project was identified through a 

secondary analysis of survey data, and how the presentation of findings and subsequent discussions 

at the ISPAS International Workshop in March 2016 prompted an approach to the GAA which led to 
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the project. In the overall context of the thesis, it is important to note the role of this ISPAS 

workshop which brought together PA researchers, many of whom were also practicing applied PAs 

in the GAA. The knowledge sharing and discussions at this event proved to be the catalyst for this 

project. 

 

 

FIGURE 9. 2: THE TIMELINE OF EVENTS LEADING TO THE BEGINNING OF THE PALAR CASE STUDY AND AN OVERVIEW 

OF THE PROGRAMMES DELIVERED. 

 

9.2 Relationship development 

 

9.2.1 Negotiating entry into the community 

In disseminating the findings of the survey research to the GAA, I believe it was vital to 

provide potential solutions which could address the evident shortfalls in practice. Therefore, the 

initial meeting was not only to inform the GAA about the issues that were identified by the research, 

but to pitch potential solutions in a manner which would optimise the chances of a favourable 

reception and resulting action. As detailed in Chapter 7, the context was that the GAA Games 

Development Department were already concerned with unregulated and reductionist practices in 

PA, so it was expected that the research findings would be readily accepted as they would confirm 

what was suspected to be the case. Given the heavy investment in designing coach education to 

support holistic pathways for GAA players, the Coaching and Games Development department were 

keen that anyone working with GAA players would have an awareness of these models. Therefore, 
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preparing a rationale for the potential solutions and how they might impact practice was the primary 

focus of preparation for this first meeting with PD. In preparing this proposal for action, I consulted 

three collaborators, DSh, DS, and CC, whose backgrounds and expertise are detailed in section 9.2.3. 

These people had intimate knowledge of the GAA’s coach education systems and were very familiar 

with delivering information to the department director, PD. Their guidance assisted with refining the 

pitch document to a simple, clear ‘What’, ‘How’, and ‘Why now’ format for each of the four 

proposed action areas, see Figure 9.3 as an example and Appendix 9.1 for the full proposal.  

 

 

FIGURE 9. 3:  MATERIAL FROM THE ORIGINAL PROPOSAL FOR ACTION TO THE GAA 

The pitch for action document was entitled, “Performance Analysis in the GAA: Opportunities 

for Development” and opened with the following short introduction:  

“Performance analysis (PA) as a discipline has been embraced by GAA coaches since the 

early 2000s. There is an opportunity to drive and direct how PA evolves within a GAA 

context in line with the philosophy and values of the organisation. I have identified four 

areas for action which I believe are key to the evolution of the discipline in GAA. They are 
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beginning to happen to varying degrees, but in a haphazard fashion. Harnessing and co-

ordinating these opportunities would allow the GAA to drive the narrative as 

performance analysis evolves and integrates further into coaching practice.”   

 

Four potential areas for action were identified: 1) Coach education workshops in PA; 2) GAA analyst 

certification and development programme; 3) GAA central stats repository; 4) Central co-ordination 

of PA Research in GAA. In addition, detailed information about the roles I then held and my 

motivations around the project were provided. This was to build trust and ensure that in the interest 

of transparency and potential conflicts of interest, PD was fully aware of other activities I was 

involved in at the time. My statement of intent around involvement in the project was: 

“I am focusing on my personal and professional development, transitioning from being 

an applied practitioner to becoming a researcher and educator, applying my knowledge 

to developing more effective systems and pathways for the current and next generation 

of practitioners.” 

 

The meeting between PD and I took place in June 2016 and, as had been anticipated, the research 

findings served to reinforce a belief that PA practice in GAA was an area for concern and PD was 

receptive to ideas for action. The director felt that the idea for action which was highest priority for 

the organisation was the certification and development of analysts and liked the basic rationale and 

outline which had been provided in the proposal document. Further discussion facilitated PD to 

articulate what a successful accreditation programme would look like to him, allowing me to 

understand and capture exactly what such a programme needed to deliver for the GAA. There was 

strong rapport throughout the meeting and a significant meeting of minds about the need to build 

the programme around philosophy, helping practitioners develop their individual philosophy of 

practice and building a collective philosophy in the analyst community within the broader philosophy 

of the GAA. The PALAR literature defines the first phase of the project as the researcher “negotiating 

entry to the community” (Zuber-Skerritt et al., 2020). On reflection, in this project it felt more like I 

was negotiating entry on behalf of the small community which I was very much part of, into Croke 

Park, seeking recognition from the highest administrative level of the GAA. Gaining approval to 

implement an action plan was a recognition from the GAA that a group of practitioners existed, that 

they were important to the GAA, that they had development needs and that some action was going 

to be taken to address these needs. 
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9.2.2 Formation of the vision and defining the mutual purpose 

It was clear from the initial meeting that the researcher and the organisation were of a 

similar disposition regarding a vision and purpose for the programme. In advance of the meeting to 

discuss plans for the proposed action, opinions were canvased from DS, CC and other experienced 

GAA applied PA practitioners, whose counsel I trusted and valued. This input from the analyst 

community informed the draft vision and the early accreditation model which was presented, and is 

detailed in cycle 1, Chapter 10. The connection between the coach and applied PA practitioner was 

at the core of the co-operative vision which would serve the holistic needs of coaches, players and 

applied PAs, as opposed to focusing on making better PA technicians. Philosophy was at the core of 

the project vision which was co-created at a meeting of PD, DS and DM in July 2016, with a key aim 

and project objectives:  

 

Vision: To foster a philosophy of practice within the GAA PA community which 
complements and enhances the GAA Coach10 principles and values. 

 

Aim: To ensure players receive high quality PA support empowering their holistic 
development  

 

Objectives:  
1. To provide a quality assured register of GAA analysts to coaches and administrators 
2. To support the development of a community of practice (CoP) for GAA analysts in 

line with the GAA ethos 
 

Achieving a shared vision and defining the mutual purpose are important milestones for a project, 

especially in terms of the PALAR principles of communication and commitment (Zuber-Skerritt, 

2018). This meeting also saw DS appointed as the internal GAA project lead. The dedication of this 

resource was a further commitment to the project, bringing new credibility, competence, and 

material support.  

 

In essence, the purpose of the project was to try and raise standards of applied PA practice 

in GAA through an accreditation and education pathway. In order to enhance practice in any 

domain, practitioners must have an understanding of what best practice actually is, and this is often 

communicated by accreditation standards. Accreditations have been used in many sectors as an 

instrument to quality control practices and generate improvements in practice (Greenfield and 
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Braithwaite, 2008, Knapp, 2000), however there is a lack of research on the impact of accreditation 

in various contexts and domains (Ash et al., 2019, Folz and Shults, 2018, Watson and Portenga, 

2014). The term accreditation refers to “a professional benchmark to be achieved and maintained by 

a regulatory group, such as a society” (Schinke et al., 2018:114). Rooney and van Ostenberg (1999), 

define accreditation as the process of credentialing an organisation, while certification is the 

credentialing of an individual, however, the terms are used interchangeably (Schinke et al., 2018), 

and the term accreditation is used with reference to the individual in this case study. The intention 

in developing a practitioner accreditation programme was to establish standards of practice for 

applied PA in the GAA which would drive the education of analysts through a community of practice 

and ultimately the education of coaches. The nature of accreditations and how they can be 

evaluated are considered in more depth in Chapters 10 and 13.  

 

A community of practice can be said to be “a persistent, sustaining social network of 

individuals who share and develop an overlapping knowledge base, set of beliefs, values, history and 

experiences focused on a common practice” (Barab et al., 2002). It has been shown that communities 

of practice are a powerful vehicle for sharing and transferring, particularly tacit knowledge between 

individuals and groups (Schenkel and Teigland, 2008). They have also been shown to build 

professional confidence and critical inquiry in practitioners (Meagher-Stewart et al., 2012). The twin 

concepts of accreditation and a community of practice were a good fit for this project as they align 

closely to the GAA’s philosophy of the holistic development of people. We understood that 

optimising an individual’s opportunity to develop their basic needs for autonomy, relatedness and 

competence through such programmes would provide the best opportunity to promote learning and 

improve individual PA practices, according to self-determination theory. These practitioner needs 

are met within a community of practice through the provision of social support. The concept of 

social support refers to an individual’s belief that help is available in a given scenario, and evidence 

demonstrates that this is critical to a person’s ability to cope and thrive in the workplace 

(McCormack et al., 2015). The four elements of social support have been identified as emotional, 

informational, tangible and esteem support (Sheridan et al., 2014). The lead author of that paper 

was involved in the conception of the project (DSh), thus, Sheridan et al’s (2014), research and 

thinking around social support was influential in shaping our thinking around the potential to build 

and harness a community which would drive best practice. 
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9.2.3 Forming the team 

It could be said that the team for this project was formed before the project began, as 

significant energy was invested by DM, CC and DS in preparing the pitch for action. I had long 

standing links with CC and DS as the two most influential collaborators. CC had recently completed 

an MSc in Sports PA and as his project supervisor, I had significant insight into his thinking processes, 

level of understanding of PA and his approach to tasks. I knew DS initially as an elite player on the 

team I was analyst to, and when he retired, he worked with me as an applied PA while completing a 

Masters in Coaching Science (2012), before moving on to a role in the GAA. I was concerned about 

meeting the project’s main sponsor, PD, as I had previously approached him regarding PA research 

and had not received any response. PD was a highly respected and influential member of the GAA’s 

executive committee for many decades. I had strong existing professional relationships with most of 

the other advisors who proved critical to guiding project decision making. An overview of the most 

influential actors in the project is provided in Table 9.2. 

TABLE 9. 2: AN OVERVIEW OF THE PEOPLE WHO WERE KEY TO THE PLANNING AND INITIAL CYCLE OF THE PALAR 

PROJECT, THEIR ROLE AT THE TIME, RELEVANT COMPETENCE AND PROJECT INVOLVEMENT. 

       

Person 

                                                                                            

Role / Relationship Background 

Relevant 

Competence 

Project 

Involvement 

DM PhD student, PA Lecturer PA, Research, 

Education 

Lead researcher 

PD Director, GAA Coaching and Games Development 1981 - 2019 Coaching, 

Management 

Project’s main 

sponsor 2016- 2019 

CC Leinster GAA Learning & Development Manager 

 

Coach 

Development, PA, 

Learning Design, 

Research 

Main collaborator, 

Project lead on Intro 

to PA Course cycle 

DS GAA Games Development Officer until 2018, then GAA 

eLearning Manager 

 

eLearning Design, 

Coaching, PA, 

Administration 

Key collaborator GAA 

Project Lead 2016-19 

DSh Head of Capability and Expertise, Irish Sports Institute Innovation, 

Expertise 

Development 

Advisor in planning 

the pitch  

KMcG Ulster GAA Sports Science Officer PA, Coach 

Development 

Advisor and tutor 

DY Sports Science Lecturer, Tipperary Hurling Analyst PA, Education Advisor and tutor 
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SB Connacht GAA Sports Science Officer PA, Coach 

Development 

Advisor 

RC Owner of thevideoanalyst.com PA, Education Advisor in planning 

phase of cycle 1 

JB Lead Performance Analyst, Sports Institute Northern Ireland 

(SINI)  

PA Level 4 Assessor 

AS Lead Performance Analyst, Sport Ireland Institute (SII) PA Level 4 Assessor 

KL GAA Player Welfare Manager Administration GAA Project Lead 

2019 

ET GAA Player Welfare Manager Administration GAA Project Lead 

Sept 2021 - Present 

 

My role on the action research team was the research lead.  However, I also had the role - which was 

the preference of the project sponsor - to administer and deliver the majority of the programme, 

with a view to training others from the community who would eventually take on the oversight and 

delivery of the project.   In order to deliver consistency, accountability and efficiency on the initial 

roll out of the accreditation programme, in 2016, an agreement was reached between the project 

sponsor and I, where I received payment to deliver accreditation workshops, administrate the 

accreditation model and organise three Community of Practice events. I was not paid for any of the 

evaluation and research activities undertaken, nor was any member of the action research 

team. From the perspective of paid service provision, there was no requirement for me to apply 

any research/evaluation methodologies to this work. Additionally, I was not paid for the 

development of the educational resources such as the Introduction to PA course or the Guide for 

Practice. I was not paid for training members of the CoP to deliver and run events. The fact that I 

was paid as a service provider for particular aspects of the programme (which again for emphasis, 

did not include the research/evaluation aspects presented in this thesis) may give rise to a potential 

perceived conflict of interest that needs to be highlighted, in addition to a potential bias. The fact 

that this project was undertaken by a project team using the PALAR method ensured that any 

potential bias would be critiqued by members of the team. The critical reflection aspects of the 

PALAR approach and analyses of participant feedback were always undertaken as a 

team.  Additionally, my PhD supervisors had no professional relationship with the GAA for the 

duration of this project and thus represented objective perspectives. To ensure a level of 

independence with respect to the evaluation of the CoP, I was not part of the research team that 

carried out the data collection and initial analysis of the interviews with CoP applied PAs. In line with 
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the reflexivity required when undertaking qualitative research, further reflection on my potential 

bias in the research process are dealt with in subsequent chapters as appropriate. 

 

9.2.4 Setting broad research goals and outcomes 

A key process in PALAR is to set the broad research aims or goals for the project and 

consider the outcomes which can be expected at certain points in time in terms of benefits to the 

community and research outputs (Zuber-Skerritt, 2015). The overarching research question which 

guided the PALAR case study was: 

How can the GAA as an organisation enhance the standards of practice of applied PAs 
working within their coaching environment? 

 

This research question gave rise to four broad research goals:  

1. To use the accreditation model to build a picture of good practice at different levels, so this 
in itself could be an educative tool.  

2. To co-design an accreditation process and practitioner development pathway which would 
be inclusive, supportive, and educational, but also credible, robust, and desirable.  

3. To create the conditions necessary to nurture the evolution of a community of practice.  
4. To harness the community of practice to support the growth and education of the 

practitioner.  
In broad terms, we aimed to understand what applied PA practices were actually being delivered at 

different levels within the GAA, based on participant submissions, and evaluate the effectiveness of 

the practitioner development strategies in delivering improvements in practice. The use of the 

terminology practitioner development pathway was deliberate as the project was built on the GAA’s 

philosophy of facilitating the development of people whatever their role.  

 

The primary deliverable for this project was improved practice, however this is difficult to 

assess in the short term, with comparable studies looking at timeframes of over ten years (Blomquist 

et al., 2018, Van Wicklin et al., 2020). In one of the few studies to measure the impact of a 

practitioner accreditation programme, Ash and colleagues’ (2018), concluded that the introduction 

of competence based education and accreditation of dietetic practice in Australia since 1990 had 

successfully maintained high standards of care. This longitudinal study analysed practitioner 

interviews from 1993, 1998, 2007 and 2015 which focused on their major work roles, key tasks, and 

activities to explore how a competency based educational framework and accreditation had 

influenced practice. Considering the nature of the time frame necessary for such a study, a realistic 
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research outcome for this project was to collect data which could capture the nature of applied PA 

practice to act as a baseline for future comparison. These data would comprise the educational 

qualifications and written submissions of applicants. In addition, it was planned that interview data 

would capture applied PAs experiences of their role and the influence, if any, of the programme on 

their practice or learning. More obvious and immediate feedback on the programme would be 

gathered in the form of the actual numbers of participants engaging with the various elements of 

the programme, and if these numbers were seen to be sustained and developed. It was planned that 

feedback in the form of anonymised comments captured during programme activities, via feedback 

‘post-its’ or posters, or immediately after using online survey tools would also be used to evaluate if 

the programme was meeting the needs of GAA applied PAs. Participant sentiment captured from 

social media posts about particular events was also noted. Our expectations were that collating this 

feedback could contribute to the wider body of knowledge in PA by providing an understanding of 

the strengths and weaknesses of applied PA practice within GAA, an understanding of the potential 

challenges and benefits associated with establishing an accreditation system in applied PA and an 

insight into the supports required to foster the growth of a community of practice.  

 

9.3 PALAR method: Plan, Act, Observe, Reflect 

All PALAR projects occur in “plan, act, observe, reflect” action cycles (Zuber-Skerritt, 2015). 

These are iterative cycles where reflection from one cycle leads to revise planning in the next. Each 

cycle requires research, development and action, with particular emphasis on understanding the 

context in which the action will happen, in a continuous process of intellectual inquiry, reflection and 

practical improvements (Altrichter et al., 2002).  
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FIGURE 9. 4: AN OVERVIEW OF THE MACRO-CYCLES OF ACTION IN THE PALAR PROJECT TO DEVELOP A PRACTITIONER 

DEVELOPMENT PATHWAY FOR GAA APPLIED PAS, PRESENTED AS SPIRALS OF ACTION RESEARCH CYCLES. (ADAPTED 

FROM ALTRICHTER ET AL’S (2002:130) REPRESENTATION OF THE ACTION RESEARCH PROCESS). 

 

This PALAR case study is presented in three action macro cycles (Figure 9.4). In reality there were 

many meso cycles of action and hundreds of micro cycles, during and after every meeting, every 

event and decision (Zuber-Skerritt, 2018). An example of one micro cycle was during the pilot 

accreditation workshop with twenty-five participants where we observed that a planned large group 

discussion activity had not worked and the energy in the room was completely flat. As facilitators, CC 

and I made the decision to go off script and moved participants into small groups with flip chart 

paper and markers to discuss what they needed from the project. They engaged immediately and 

passionately with this activity and generated information which would drive the direction of project 

for the next five years. We had intended to ask this in a group forum later, but the unplanned 

change produced a far more powerful output and provided very valuable lessons for the facilitators 
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on how to structure participant interactions. Reporting the minutia of these micro cycles is beyond 

the scope of any action research thesis (Zuber-Skerritt and Fletcher, 2015), therefore three macro 

cycles are presented: 1) accreditation co-design and pilot process; 2) implement the accreditation 

and community of practice; 3) develop learning supports for the community of practice (Figure 9.4). 

This was not a simple linear process as cycles 2 and 3 ran concurrently and reflections from each 

phase and a forced pivot to online delivery in 2020 impacted both cycles. In addition to the cycles of 

action undertaken, a study was carried out by an independent research team at University College 

Dublin in 2019 to interview fourteen members of the community of practice to capture their 

perspectives on the influence of the programme on their practice (independent meaning I did not 

undertake this data collection). 

 

Most of the data associated with the project were collected anonymously, i.e., through post-

its and posters generated by participants in workshops or through post-event surveys. Participants 

were made aware that these data were being collected for research and evaluative purposes. All 

accreditation applicants were explicitly asked by the GAA as part of their application form for 

consent for their data to be anonymised and used for research purposes. Data belonging to those 

who consented was anonymised and analysed to inform reflection and future planning. These data 

were subject to a low-risk ethics review and exemption from University College Dublin Ethics 

Committee: LS-E-21-266-McGrath-Martin. Full ethical approval for the interview study with analysts 

was granted by University College Dublin Ethics Committee to the original research team (UH-19-04-

Landers-Brennan-Flynn-Giollariogh-Halloway-McGrath) and extended to DM at a later point when all 

the interview transcripts were redacted of any identifying information.  

 

The three macro cycles of action outlined above are presented in Chapters 10, 11 and 12, 

representing six years’ of collaborative work with the GAA and their community of analysts.  The 

context and planning process for the initial accreditation model and pilot process in cycle 1 are 

reported in considerable detail in Chapter 10 as this underpins the narrative of the whole case study. 

The other cycles are summarised and focus on the key learnings from difference phases of each 

cycle. These chapters will present the chain of evidence collected to support decision making and 

the final chapter (14) in this section will consider how this evidence triangulates to provide validity 

to the findings (Lindgreen et al., 2020).  
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Chapter 10: Cycle 1: Developing a quality assured 
accreditation system 

 

 

10.1 Introduction 

This chapter details the action research cycle which was carried out to co-design and pilot an 

accreditation system for GAA applied PAs. The critical decision points are described in context to 

illustrate how the research team were guided by the PALAR principles, the 3Rs: relationships, 

reflection and recognition, and the 7 Cs: Communication, commitment, competence, compromise, 

critical reflection, collaboration and coaching (Zuber-Skerritt, 2018). The timeline for the key events 

which occurred in this cycle is shown in Figure 10.1.  

 

 

 

 

 

 

 

 

 

 

 

FIGURE 10. 1: TIMELINE OF KEY EVENTS AND MILESTONES IN THE PALAR CYCLE 1, TO CO-DESIGN AND PILOT AN 

ACCREDITATION SYSTEM.  

 

10.2 Cycle 1 Plan: Planning an accreditation process and protocol 

The starting point for this cycle was an agreement in principle that the GAA would benefit 

from improving the standards of practice among GAA applied PAs. Based on lived experience and 

April 2016  Preproposal research & planning – DM / CC, DS, DSh [Establish Key Relationships] 

May 2016   Meeting: Proposal for action DM / PD [Negotiate entry into community] 

Conceptualise Accreditation Process – DM, CC / DS 

July 2016   Meeting: Agree key principles – DM / PD [Define Mutual Purpose & Collaborative Vision] 

Draft Standards & Processes - DM, CC / DS, KMcG, DY, SB, RC 

October 2016   Meeting: Agree Standards & Processes – DM / PD 

Design workshop & Recruit applied PAs - DM, CC / DS, KMcG, DY, SB, RC 

December 2016  Workshop: Pilot Accreditation Workshop - DM, CC, DS 

January 2017   Pilot Applications Deadline 

Process applications – DM, DS, AS, JB 

Evaluate Pilot – DM, CC, DS [Critical self-reflection] 

March 2017   Meeting: Report reflections and next steps – DM, CC, DS / PD, GDC Committee Presentation 



204 
 

the findings of my research, I believed that GAA applied PAs could benefit from the GAA taking 

leadership in implementing a practitioner development programme to enhance practice. I was given 

a month to draft a quality assured (QA) accreditation process and CC was the key collaborator at this 

point. The next steps were guided by the research question: What accreditation structures and 

processes would provide a credible and robust system to quality assure applied PAs working in a 

GAA environment? Our research objectives were: 

1. To co-design and pilot an accreditation model which serves as a tool to demonstrate 
standards of practice at various levels. 
 

2. To co-design and pilot an accreditation process for applicants which is attractive, credible, 
robust, and fair. 
 

3. To co-design and pilot an accreditation experience for applicants which facilitates 
engagement and supports reflection and learning. 

 

In carrying out PALAR research the action is informed by the context, illustrated by the figure of 

eight diagram (Zuber-Skerritt, 2015). The conceptualisation of the accreditation pathway and 

process was influenced by our analysis of, and reflection on, several bodies of work and contextual 

factors. The bodies of work which informed the planning phase were; the GAA’s Coach10 Coaching 

Framework; DM’s concurrent PhD research; international best practice in accreditation protocols 

and these were interpreted through the contextual intelligence and experiences of the collaborative 

team.  In 2016, the GAA’s Coach10 Coaching Framework underpinned all GAA coach education, and 

the philosophy of the coach was central to this model. The GAA’s Coaching and Games Development 

Department had conceptualised PA in a holistic way as integral to the development of players’ body, 

mind and soul in a strongly values-based ethos. In order to be approved, it was critical that the 

accreditation model was reflective of this ethos and focussed on the sustainable integration of PA 

into the GAA’s coaching structures. GAA applied PAs would be expected to understand, be 

integrated into, and to contribute to coaching processes in a holistic way. Our reflection led us to 

understand this could best be delivered through an interactive workshop type experience for 

applicants. 

 

Concurrent research informed the shape of the accreditation model (Zuber-Skerritt, 2018). 

The initial phase of the framework analysis outlined in Chapter 2 had been completed, and this 

knowledge was used to ensure that each aspect of PA practice was considered when designing the 

expected activities for applied PAs operating at various levels. As the systematic review research was 

progressing, it also became evident that personal characteristics and philosophy of practice along 
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with quality interpersonal relationships were critical to successful professional applied PA practice 

(Huggan et al., 2015, Butterworth and Turner, 2014). This aligned very clearly to the existing ethos of 

the GAA and the submission of a philosophy of practice was core to many existing accreditation 

protocols at that time. A key PALAR principle is to continually reflect on our competence to facilitate 

the required processes (Zuber-Skerritt, 2018). We had a good degree of competence with 

accreditation processes. I had been accredited by the Sport Ireland Institute since 2009 and was on 

their QA committee. Part of my role was to blind access accreditation and reaccreditation 

applications which comprised a comprehensive case study submission. CC was heavily involved in 

coach accreditation for the GAA and with Coaching Ireland. We also looked beyond our experiences 

and considered international best practice in mechanisms of accreditation. Established accreditation 

protocols such as ISPAS, SII, British Association of Sport and Exercise Scientists (BASES), and Exercise 

and Sports Science Australian (ESSA), were examined as models of best practice which could be 

adapted or borrowed from. Educational standards for these accreditations generally started with an 

undergraduate degree or studentship and increased depending on the level and prestige of the 

accreditation award. Submission requirements varied from self-certification based on experience 

(ISPAS), to the completion of a case-study (SII), a portfolio (BASES), or a logbook of supervised 

experience (BASES, ESSA), supported by a curriculum vitae, references and often attendance at key 

professional development workshops. The organisations had differing mechanisms for evaluating 

the quality of applications which were not based on supervised experience, the most robust being a 

peer review system. A hybrid model of these requirements was proposed for the project whereby 

accreditation Levels 1-3 would be internally assessed, and Level 4 applications would be subject to 

blind peer review by two external assessors. All applicants would submit a philosophy of practice 

and reflection piece, references to verify their experience, evidence of education would be self-

certified and attendance at the accreditation workshop would be mandatory (Figure 10.2). Level 4 

applicants would submit an additional section comprising 5 x 400-word answers to questions based 

on the five other areas of practice described in the role descriptor. This word count was arrived at 

through piloting the responses using shorter word counts that were not deemed satisfactory for 

assessment of practice. The principles around the process of accreditation were agreed in August by 

the GAA stakeholders, PD and DS, however, the exact delineation points for each level regarding 

educational and experience requirements required broader consultation and consideration. All of 

the accrediting bodies researched charged applicants on application and some charged membership 

fees also. It was felt that the project was strategically important to the GAA Coaching and Games 

Development Department as a potential template for Quality Assuring other sports science 

disciplines within the organisation e.g., strength and conditioning, therefore they were prepared to 
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underwrite the costs of establishing the accreditation which would be free to applicants. This 

agreement was a significant milestone for the PALAR project as a recognition that our work was 

valued by the GAA and it further cemented trusting reciprocal relationships (Ronen, 2020).  

 

FIGURE 10. 2: GAA QA ACCREDITATION MODEL OUTLINE AGREED IN OCTOBER 2016 

Reflecting on our accreditation experiences, there was agreement that long, unspecified 

submissions were particularly difficult for applicants. Thus, the written submissions were broken into 

manageable word counts (200 words) and the larger Level 4 submission was guided by five questions 
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which were mapped to the five elements of the role description (Table 10.1). We planned to design a 

bespoke accreditation workshop which would be an opportunity to provide guidance and prepare 

applicants to complete their submission in a supportive process, in line with the PALAR philosophy of 

coaching, where processes are designed to facilitate and empower the community we are engaging 

with (Zuber-Skerritt et al., 2020). It was also in line with our training as educators and experiences of 

facilitating adult learning experiences.  

 

The setting of certain accreditation standards and the practical application of these criteria 

determines the success of an accreditation system (Schinke et al., 2018, Knapp, 2000). Reflections on 

our experience of working as PA educators and applied PA practitioners, we developed an agreed 

understanding of the levels of PA that elite GAA teams had access to at that time (2016). The elite 

GAA analysts generally did not know each other personally, so rarely shared ideals or information, as 

teams were highly protective of their systems and insights. As explained in Chapter 7, it was our 

understanding that the pool of applied PAs within GAA was not sufficient to meet the increasing 

demand from coaches, so analysts from other sports or information technology specialists with no 

sporting background were stepping into these roles. In order to cater to this broad parish, the 

accreditation framework needed to recognise the various models of PA delivery which exist within 

GAA, and support in particular applied PAs working voluntarily with opportunities to recognise and 

develop their skills. This meant the levels of educational requirements for different levels of 

accreditation would be a critical decision. As experienced PA lecturers, we understood the formal 

and informal educational opportunities, or rather, the lack of opportunities, available to applied PAs 

in Ireland. There were no specific undergraduate offerings in PA and the first Masters in Sports PA, in 

IT Carlow, had been established the previous year (2015). Twelve third level institutions offered 

introductory or applied PA modules embedded in sports science undergraduate offerings and 

software companies provided some structured training courses. While many sports science 

accreditations require a minimum of degree level entry, we knew that few in the GAA practitioner 

demographic could meet this standard. This reality posed a significant challenge in the co-design 

process to deliver an accreditation model which was inclusive but had standards which were robust 

enough to achieve credibility among the highly skilled practitioners. In order to determine what a 

successful compromise on educational standards would look like, it was necessary to design a 

broader consultation process.  
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The other problematic issue for the accreditation model was how to delineate the various 

levels. One of the theories underpinning PALAR is Hope theory which is “primarily cognitive in 

nature, and describes a motivational state based on goals, pathways, and agency goal directed 

thinking” (Edwards and McClintock, 2013:43). In line with this, we wanted to build a pathway which 

was as achievable and as inclusive as possible so every practicing applied PA in GAA could see where 

they sit and how they can hope to progress. This pragmatic approach meant the bar for Level 1 entry 

was placed low enough for anyone with basic PA training and minimal experience to join. We felt 

this would meet all three self-determination theory needs of practitioners with the autonomy to 

choose to apply, the relatedness of belonging to a collective, and the recognition of their 

competence in this area (Ryan and Deci, 2000). Deciding where to place the bar between the levels 

proved much more difficult. A draft model was distributed to respected applied PAs in each Irish 

province with a careful mix of hurling and football expertise (KMcG, DY, RC, SP) seeking assistance 

and advise on the key decisions about education and experience requirements. The feedback from 

this exercise was valuable to the project for information, but it was also important as a process of 

recognising the expertise which existed within the broader community (Zuber-Skerritt et al., 2020).  

 

In order to support the accreditation model, a Role Descriptor matrix was developed (Table 

10.1). This was informed by the concurrent research on the components of PA which would later 

become a framework for professional practice in applied PA (Martin et al., 2021). Role descriptors 

are accumulative so it is assumed that an applied PA in Role 3 would be competent to perform the 

duties described in Roles 1 and 2. This was to meet our research aim to design a model which serves 

as a tool to demonstrate expected standards of practice at various levels. The development of the 

Role Descriptor matrix allowed for the assessment of experience by cross-referencing with the level 

of teams worked with; elite intercounty or club level, senior or underage, ladies or men’s teams. As 

an additional exercise, DM and CC used our knowledge of practitioners’ backgrounds to identify 

where individuals would potentially place on the model and imagine how they might feel about that 

position. Self-determination theory of motivation guided this process (Ryan and Deci, 2000). We 

considered if practitioners would feel that their needs were being met, principally if they might feel 

sufficiently recognised for their competence and if it was achievable for them to progress through 

the pathway.  



209 
 

TABLE 10. 1: ACCUMULATIVE ROLE DESCRIPTORS FOR THE FOUR ROLES CONNECTED TO THE GAA APPLIED PA ACCREDITATION MODEL.  IT IS ASSUMED THAT AN ANALYST IN ROLE 3 WOULD BE 

COMPETENT TO PERFORM THE DUTIES DESCRIBED IN ROLES 1 AND 2 AND SO ON. 

Role Descriptor  Role 1 Role 2 Role 3 Role 4 

Planning & System 
Design 

--- Conduct basic needs analysis 
Designs simple system to capture, 
analyse and feedback appropriate 
information 
Select appropriate game-based 
performance indicators for 
measurement 

Party to coaching plans and 
strategy. 
Conduct comprehensive analysis 
of the needs of the coach, team, 
individuals and support staff for a 
season. 
 

Participate fully in coaching team 
planning and review processes. 
Design an appropriate and 
systematic programme of PA and 
feedback which monitors various 
aspects of performance in 
collaboration with a multi-
disciplinary team. 

Data Collection Record video and / or GPS data of 
games and training 
Record notational analysis data 
accurately & reliably  
Code key events in software or apps 
objectively & reliably 

Design and apply notational analysis 
templates 
Design and apply coding templates 

Design and apply systems for 
optimum use of computer-based 
sports analysis systems* 
facilitating data collection in 
games, training and post-match 

Build a performance data archive 
which can be mined and referenced  

Analysis & Reporting --- Process and refine data into an 
understandable and accessible format 
for in depth analysis by coaches 

Collaborate with coaching staff 
to analyse, process and refine 
video and information 

Benchmark performances against 
team / individual norms and 
expected outcomes 
 

Feedback Delivery --- Facilitate the coach led delivery of 
appropriate feedback to participants 
in multiple formats  

Oversee the dissemination of 
feedback, monitoring its uptake 
and impact 

Evaluating if feedback interventions 
to coaches and players meet their 
stated aims 

Philosophy of 
Practice /  
Self-Management  

Behave in an appropriate and ethical 
manner within the limits of their role 
Demonstrate enthusiasm, attention 
to detail, ability to perform under 
pressure and willingness to learn 

Seek feedback, reflect on and evaluate 
PA practice 
Demonstrate a commitment to 
continuous learning and innovation in 
all aspects of practice 

Critically appraise the impact and 
effectiveness of the system 

Critically reflects on the decision 
making processes employed at each 
judgement point 
Leads and manages an analyst 
support team 

*Examples of computer-based sports analysis systems include Dartfish Team System, SportsCode, GameBreaker, NACSport, Performa Sports with video analysis option, LongoMatch 
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After the provincial consultation process, decisions were made on the standards of 

education and levels of experience required for each level (Figure 10.2). The education requirement 

was set as an Introductory (Levels 1 and 2) and Applied module (Levels 3 and 4). This was in line with 

the GAA’s aspiration to develop their own PA educational offerings. The lack of applied modules 

available was overcome with the introduction of an equivalence principle where an extra year of 

practice in Role 3 was considered the equivalent of an applied module. This principle allowed the 

many potential Level 3 and 4 applicants overcome the pathway obstacle of the applied module 

requirement, allowing the accreditation process to become established in the status quo which 

existed (Edwards and McClintock, 2013). In terms of experience boundaries, it was agreed that 

applicants must have some intercounty experience at Role 3 to become Level 3 accredited. We were 

acutely aware that this would be disappointing for the applied PAs operating at Role 3 in 

sophisticated club environments. This was a significant compromise, based on the consensus that it 

was too difficult to quality assure the vast variations in practice across Ireland’s 1700 GAA clubs 

within the proposed accreditation mechanism. The other key decision was to create a significant 

jump from Level 3 to Level 4, requiring applicants to have at least four years’ experience at senior 

intercounty in order to apply. The purpose of generating this gap was to create an exclusive award 

that was difficult to attain and therefore more meaningful and prestigious (Rigby and Ryan, 2018).  

Mindful that there were highly skilled applied PAs with insufficient intercounty experience but high-

level PA experience outside of GAA, an exemption mechanism was created. This would allow 

applicants who did not meet the prescribed experience within GAA to apply in writing and request to 

supplement their GAA experience, with applications being considered on a case-by-case basis. A 

summary of the requirements for each level of accreditation is presented in Appendix 10.1 and the 

Code of Conduct which all analysts were required to sign electronically is Appendix 10.2.  

 

A core element of proposed model was that applicants must attend a compulsory workshop 

as it was imperative that candidates had a clear understanding of the GAA as a unique organisation, 

its amateur ethos and community values, and to educate them about the GAA coaching framework 

within which they were working. It was felt strongly that there was an important conversation to be 

conducted around the role of the applied PA, how to be an analyst within a GAA environment, 

versus how to do analysis. Thus, the emphasis of the workshop was around reflection and enabling 

practitioners to consider and articulate their philosophy of practice. Our educational expertise 

guided the design of the workshop which would prepare practitioners to write a short philosophy of 

practice and reflective story about a PA experience which would form part of the accreditation 

application process. The workshop also dealt with the mechanics of accreditation, where and how to 
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complete the online application and submit the required references. A physical workshop was also 

an opportunity to bring people together out of their silos and get to know each other, allowing a 

community to grow organically and meeting the basic need of practitioners to belong and feel 

respected (Ryan and Deci, 2000). The concept of social support and its four dimensions of tangible, 

informational, self-esteem and emotional support informed our thinking around the need for, and 

potential impact a community of practice might have (Sheridan et al., 2014). The desired outcomes 

for the workshop were: 

1. To provide a forum for GAA analysts to come together, make connections, share experiences 
and best practice. 
 

2. To foster an understanding of the GAA coaching models and philosophy and how they 
impact PA practice. 
 

3. To support GAA analysts to apply for accreditation through effective reflective practice. 
The GAA’s eLearning Portal would provide the platform for the accreditation process, housing 

resources for applicants, the online application form and an area to upload references. This 

infrastructure was built and managed by DS, an eLearning expert and the GAA’s PA lead. Participants 

at the workshop would be guided through the process of creating a Portal log-in, navigating to the 

required page and completing the form.  

 

It was planned to screen all applications to ensure the experience and PA competence matched 

the requirements of the requested accreditation level and all written submissions were to be 

anonymised. Level 1-3 written submissions were to be considered by two reviewers, the GAA PA 

Lead (DS) and DM to ensure suitability on a pass / fail basis.  Level 4 applications were to be assessed 

independently by applied PAs working at SII and Sports Institute NI.  Assessors would be asked to 

provide constructive feedback for the candidate which was to be passed on with accreditation 

notification. It was envisaged at this point in the cycle that the Level 4 cohort would become 

assessors for the subsequent cohorts, negating the need for independent assessors (Figure 10.3). 

Once applicants were deemed to have met the requirements, they would be recommended to the 

GAA’s Games Development Committee for approval. 
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FIGURE 10. 3: PROPOSED APPLICATION PROCEDURE WORKFLOW FOR PILOT AND SUBSEQUENT COHORTS 

 

 

10.3 Cycle 1 Action: Delivering the pilot workshop and processing 
applications 

 
The project team viewed the pilot process as a critical opportunity to establish credibility for 

the accreditation as a coveted membership and maximise the motivation to apply (Rigby and Ryan, 

2018). The first workshop was aimed at experienced applied PAs working with senior intercounty 

teams and those nominated received an official letter of invitation from the GAA requesting their 

attendance and participation in this new initiative. We hoped this personal invitation would serve as 

an external recognition of practitioner competence and create a feeling that their contribution to 

this process ‘mattered’, thus increasing their motivation to take part (Deci et al., 2017). The 

exclusivity was enhanced by choosing a prestigious venue in the newly opened GAA Centre of 

Excellence on Sports Campus Ireland.  The choice of timing in December optimised availability as this 

was GAA closed season. The event was free and complimentary lunch was provided for participants, 

appealing to their most basic of needs. Workshop content was focused around making it as 

attractive as possible for participants and two workshop activities in particular were highlighted to 

participants in advance (Figure 10.4). These were the ‘Lessons from the 2016 Winners’ where the 

applied PAs from Dublin football Tipperary Hurling reflected on their respective seasons, and the 
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‘Coach’s Forum’ where the Mayo Senior Football manager gave the coach’s perspective on what he 

needed from PA.   

 

FIGURE 10. 4: PILOT ACCREDITATION WORKSHOP CONTENT SLIDE 

Considerable reflection and time were invested by DM and CC in designing the workshop 

experience for participants to optimise interaction while delivering content. As the icebreaker task 

would set the tone for the day, it needed to be fun and engaging, safe and personal, but also 

purposeful and informative about the nature of the group and expertise in the room.  In the 

icebreaker activity, participants had to mingle, introduce themselves and ‘find someone who…’ 

(Figure 10.5).  
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FIGURE 10. 5: ICEBREAKER ACTIVITY FOR PILOT WORKSHOP 

This was constructed using our knowledge of the group to ensure that it was difficult to complete 

without engaging with most of the attendees. There was a competitive element with a prize 

(chocolate) for the first to complete the activity and in the debrief, they were the coach introducing 

their ‘team.’ The activity exposed the skill sets and PA tools which were in use by the group such as 

Hudl, Tableau and End-Zone tripods and extra time was factored in to discuss what these were and 

how they worked.  The participants not on the ‘team’ were then invited to introduce themselves to 

the room. This exercise where everyone became ‘known’ was vital in fostering positive interactions 

throughout the day. Attendees were informed of the concept of social support as the rationale to 

want to create a community of practice (Figure 10.6).  

 

 

 

 

FIGURE 10. 6: PILOT ACCREDITATION WORKSHOP COMMUNITY OF PRACTICE SLIDE 

On the day, twenty-five of the twenty-eight analysts who accepted invitations attended the 

workshop with high levels of engagement in the activities and between participants during breaks. In 

the final section of the workshop participants were invited to work in groups or four or five to 

produce two posters, one to evaluate the workshop and the other to provide points for how they 

felt the GAA could help improve PA practice. Workshop participants were given seven weeks to 

apply for accreditation following this workshop. There were twenty-one applications in total (Figure 



215 
 

10.7). In the blind review by independent assessors, it became apparent very quickly that the 

standard of applications varied considerably. Five Level 4 applications were unsuccessful, averaging 

25/50, two were marginal passes (35) and four were considered strong passes. As six applicants 

were invited to resubmit their applications it was decided to hold back the full pilot cohort until this 

was complete and their accreditations were announced with the first official cohort in June 2017. 

We recognised that poor form filling and lack of formal PA education was largely the cause of the 

failed applications.  We felt the applicants would do better on resubmission with targeted feedback. 

While this was an additional administrative burden on the project, it was a strategic decision in line 

with the inclusive philosophy of the project. The delay respectfully ensured that no one suffered the 

embarrassment of public failure and its associated demotivation, as reported by Deci et al, (2017). A 

second opportunity to submit also provided valuable learning opportunities for those who availed of 

it which we viewed as a chance for us to influence practice by supporting practitioner reflection.  

 

FIGURE 10. 7: REPRESENTATION OF THE REVIEW PROCESS FOR ACCREDITATION APPLICATIONS RECEIVED IN THE PILOT 

PHASE OF THE PROJECT.  

An evaluation of the pilot project was prepared and presented to the Games Development 

Committee of the GAA in March 2017. This was a very important milestone as it cemented the GAA’s 

support for the project and provided recognition for PD and DS for their efforts in sponsoring and 

driving the project (Zuber-Skerritt, 2015). Feedback from participants was presented illustrating that 

the programme was beginning to challenge practitioners to think in a different way about PA and 
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their role player development. This evidence was important for PD because, for him, this was the 

critical project outcome in line with his philosophy of holistic development and the collaborative 

vision of the project (Zuber-Skerritt et al., 2020). 

  

10.4 Cycle 1 Observe: Data to inform critical reflection 

On the day of the workshop, we observed considerable engagement from the group with 

activities and with each other throughout the event. Some participants collected phone numbers 

and formed a “WhatsApp” group towards the end of the day. Feedback data from the evaluation 

posters (Appendix 10.3) were collated using content analysis (Elo and Kyngäs, 2008) and used to 

inform the critical reflection (Table 10.2).  

TABLE 10. 2: CONTENT ANALYSIS OF PARTICIPANT EVALUATION OF THE PILOT WORKSHOP PRESENTED IN FIVE 

POSTERS.  

Tone Themes Quotes / Comments 

Positive  Made Connections Networking, Meeting other (professional) people, Faces to 

names/networking, Start of process with Croke Park, We need 

follow up 

 Challenging / Enjoyable 

Content 

Thinking about philosophy, Learning opportunity, Insight into 

other counties, Self-Reflection, Circle/Forum with JH, Coach’s 

voice, Ray Boyne/Damien Young pieces 

 Good Logistics and Delivery Location, Length of workshop, Venue, Host was excellent, 

Icebreaker 

Suggestions for 

improvement 

Provide more clarity on 

Accreditation Process 

Clarity on Accreditation, More detail on accreditation, More 

clarity on accreditation 

 Provide more time for 

interaction / discussion 

More of an opportunity to mingle, More time to discuss issues, 

Encourage more people to speak, Reflective start good but 

maybe in mini groups 

 Potential pre workshop 

preparation 

2/3 lines on your own philosophy before meeting up, Damien / 

Ray – their thoughts sent on via video before meeting up 

 Potential content changes Player’s voice, Powerpoint presentation (font colour), More 

coach/player feedback, 2 coaches, Use some video content 

 

Following the workshop, an anonymous online survey was distributed to attendees with 12/25 

responding (Appendix 10.4). The evaluation was in two parts, the first looked at whether 

participants felt the workshop outcomes had been achieved. The survey feedback comments largely 
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echoed the feedback from the small groups on the day, that participants enjoyed the opportunities 

to be recognised, network and share practice: 

“Thought it was great to actually come together and meet each other, spending more 
time and getting to know each other will be key.” 

 

“It does give recognition to Analysts and provides a pathway for improvement.” 

 

Survey opinion was mixed on whether we achieved the outcome of fostering an understanding of 

the GAA’s coaching models, although people recognised the time limitations: 

“Not sure if we spent enough time on this area, but also [I] am glad we didn’t as the 
analysis side of things I feel is more important.” 
 

Based on the survey and poster feedback on the day (Table 10.2), we had not been clear enough 

about the mechanics of the application process. When asked if they would recommend the 

workshop to another analyst, all respondents said yes. 

 

Data from the “what do GAA applied PAs need from this process” activity (Appendix 10.5) 

was also collated using content analysis (Table 10.3).  

TABLE 10. 3: CONTENT ANALYSIS OF FIVE PARTICIPANT POSTERS REPORTING THEIR PERSPECTIVE ON WHAT GAA 

APPLIED PAS NEEDED FROM THIS PROCESS  

Themes Quotes / Comments 

Need to be accredited and 

have a pathway 

PA Accreditation, Having accreditation, Accreditation, Intern pathway (Shadow, succession) 

Need to create a network 

and sharing community 

Communication/Sharing, PA Forum, Creating a Network and Monitoring, Positive etiquette 

between analysts – shared practices 

Need to have a voice at the 

different levels of the GAA 

Rep at Croke Park/Provincial level, Influence policy at national level, County boards and Croke 

park push analysis equally, Administrative understanding and facilitation 

Need to integrate PA into 

GAA Coach education 

Integration on Coaching Courses/LMS – Elearning, Coach Ed, Closer integration with coaching 

model, PA included in Coach10/MVA module, creating a culture [of PA] from the bottom up; 

underage to senior, club to county 

Need for a guide for 

practice 

Best Practice Guidelines, Put in place best practice guidelines in relation to analysis, Basic 

handbook – tools, Privacy code of conduct/ data protection, Operational definitions on GAA 

websites, Minimum Equipment/Tools 

Need equal access to 

footage on a shared 

Access to footage, Equal access to footage of every game across all counties, Centralised 

video sharing, Video database of all inter-county games, Level playing field – all games 
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platform recorded 

Need efficient access to 

appropriate workstations in 

stadia 

Stadia workstations, Specific analysis areas in grounds (space and power), live feed [at 

games] 

 

 

These data would provide the project with clear guidance for subsequent actions, however we were 

aware that these were the needs of the elite analysts. One of the issues highlighted by the activity 

was the need for efficient access to stadia and appropriate workstations. It was reported to the 

project team that after meeting each other at the workshop, the intercounty applied PAs in some 

counties arranged workstations for the visiting analysts when the National League fixtures began in 

January 2017. 

The final body of evidence which informed our critical reflections were the application forms 

received. Twenty of the twenty-one applicants gave consent for their submissions to be reviewed for 

the project evaluation. The education profile revealed that five applicants had completed a Masters 

in PA. At the other extreme, eight candidates needed to use the equivalence principle to make up for 

not having done any more than an introductory module. Excluding those with a Master’s in PA, less 

than a third (4/15) of the introductory modules detailed by the remainder of the cohort were 

delivered under the badge of an academic institution. Three patterns of weakness were observed in 

the written submissions. The first was an absence of detail, the second weakness was around the 

ability to reflect, with submissions much more descriptive than reflective, and the third pattern 

observed was of failure to read or understand the instructions provided and answer questions 

appropriately.  

 

10.5 Cycle 1 Reflect: Evaluating the cycle 

Many researchers identify critical reflection as the key to effective action research, providing 

a depth and relevance of individual learning to generate knowledge and insights which can assist 

organisational learning and change (Trehan and Rigg, 2012). Through reflecting on the planning and 

action elements of this cycle, we sought to examine what assumptions we brought to those 

processes, what they had been based on, and how those assumptions manifested in the actions 

taken and observations made. Brookfield’s (1988), critical reflection activities of assumption analysis, 

contextual awareness, imaginative speculation and reflective scepticism formed the basis of our 

questions as we (DM, CC and DS) considered whether we met our action research aims. This 
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reflection phase will report the critical reflections on each research objective, identifying the 

incorrect assumptions and evaluating key decision points.  

 

10.5.1 Reflecting on research objective 1 

To co-design and pilot an accreditation model which serves as a tool to demonstrate 
standards of practice at various levels 

 

The role descriptors matrix was designed as the tool which would demonstrate the different 

standards of practice required accreditation model was the role descriptors guide (Table 10.1).  It 

would have been desirable to add more detail to this, but we felt our assumption that any more 

than one page of information would lose people was correct. The ultimate test of such a tool is to 

use it live in a workshop, and on the full screen the matrix was easy to explain, with participants 

seemingly satisfied that they could ‘find themselves.’ We concluded that this had worked as a ‘best 

effort’ at providing an overview capturing the different levels. When the applications came in, the 

model was fully tested and the division into five areas of practice was valuable for us in identifying 

where weaknesses in practice were evident in applicants. We learned that our assumption that the 

‘top’ practitioners were all operating at best practice levels was incorrect. On further analysis of this 

assumption, we realised that we had been surrounded by a small group of very competent 

practitioners, most of whom had undertaken Masters in PA, and many had exposure to international 

best practice. The applicants revealed the huge breadth of practice and the number of practitioners 

operating who were effectively self-taught. Evidence from the Level 4 assessments, in particular, 

highlighted a divide with two extremes of very strong and very marginal passes. In reality there were 

two levels within Level 4. The marginal passes and failed applications demonstrated a significant 

weakness in what we would now call professional behaviours; reflective practice, articulation of 

philosophy of practice and evidence-based practice. It seemed that some GAA practitioners were 

good at the ‘what’ of PA, but had not really considered how or why they were delivering PA. In 

hindsight, this may have been better anticipated given the amateur nature of the sport and the fact 

that many of these practitioners were volunteers, carrying out the PA role on top of a ‘day job’. 

 

A decision needed to be made on whether or not to modify the accreditation model based 

on the insight gained. The dilemma we faced was that some of the ‘marginal’ Level 4 people were 

vastly experienced in terms of years, their practice on the whole was better than the Level 3 

applicants, and they were hugely respected in the group. Identifying a fifth level of practice would 
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have created a very elite group of practitioners. Considering these contextual factors and the need 

to build an inclusive community, it was decided not to change the original four level model. It was 

felt that this recognition of the senior members of the community as a homogenous Level 4 group 

would maximise the sense of belonging and motivation for these practitioners to contribute to 

building a wider community of practice (Rigby and Ryan, 2018). We acknowledged within the project 

team that Level 4 was in some cases more reflective of the best practice in the GAA at the time than 

international best practice standards. The applications process had given us a deeper understanding 

of the limitations of designing a model based on standards of practice in professional environments 

for application in an environment where practitioners could be volunteers. We felt that laying out 

standards in the matrix was an effective tool to demonstrate standards and that it would also act as 

an educational tool which would assist in the drive to improve standards. The fact that the role 

description matrix, which was based on my PhD research, had proven robust when tested by the 

accreditation process, gave me a lot of confidence in the direction the research was taking.   

 

10.5.2 Reflecting on research aim 2 

To co-design and pilot an accreditation process for applicants which is attractive, credible, 
robust, and fair 

 

Considerable efforts were invested to create an attractive workshop initially and then sell 

the accreditation concept to participants. The success of these efforts was demonstrated by the fact 

that most of those invited were in attendance, and most of those in attendance applied for 

accreditation. In this respect we had made a correct assumption that these practitioners had a 

significant unmet need for recognition, by their peers and by Croke Park (Ryan and Deci, 2000, 

Adams et al., 2004). GAA applied PAs need for accreditation was strongly articulated by participants 

in a workshop activity, as was the need to have a voice in the national association (Table 10.3). We 

wondered if participants would have attended regardless of the letter of invitation, the free lunch, 

nice venue and guest speaker, however, these were the elements which gave credibility to the 

project. These gestures were a way of saying Croke Park is behind this project, they respect what 

you do, and the GAA are prepared to invest in your development. We concluded that these aspects 

of the workshop design were essential to credibility, and they created considerable good will and a 

positive environment. Thus, as the project moved forward it was important to continue to book the 

GAA’s top facilities and to provide quality food for people attending workshops.  
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 The robustness of accreditation processes was well tested by the pilot cohort of 

applications. The education and experience criteria were relatively easy to apply. Two candidates 

applied for an exemption to allow their applications to be considered for Level 4.  They did not have 

all the required intercounty experience but had high level applied PA experience which was accepted 

as an equivalent. The four candidates who applied for Level 4 with insufficient experience (Figure 

10.7) had included 2017 as a ‘season’, however it was only January 2017, so they had not completed 

the required number of games to be deemed a season when the application was submitted. This 

proved that the definitions provided in the initial model were vital and worked in practice. The use 

of blind peer assessment for the Level 4 applications provided robust agreement between the 

assessors in terms of pass or fail. Some differences were evident between the assessors in the marks 

awarded to candidates, but there was not a consistent trend for one to be higher or lower. This was 

judged to be a satisfactory level of agreement in which to quality assure applicants, mindful of the 

reality that accreditations can never fully guarantee quality (Knapp, 2000). Reflecting on the 

processes to apply the required standards in their totality, we felt the mechanisms had delivered a 

robust assessment of practitioners, albeit that some level 4 analysts were operating on a much 

higher level than others. We were confident that this was due to the time invested in an extensive 

consultation process about the model, and our knowledge of the community which allowed us to 

imagine where different practitioners would potentially place in the model.  The latter ‘what if’ 

imagining process also contributed to producing a fair and sensible model (Brookfield, 1988). Finding 

practitioners who did not fit the full GAA experience criteria but had extensive elite experience in 

another sport led to the creation of the exemption applicant which worked effectively in the pilot 

process.  

 

We had not anticipated or made provision for the need for applicants to resubmit amended 

applications. This was based on an incorrect assumption that people would be able to follow the 

instructions and fill in forms comprehensively, particularly when it was divided into 200- or 400-

word submissions. In retrospect, the feedback from the workshop which indicated that we needed 

to provide more clarity on the accreditation process (Table 10.2), should have been a warning signal. 

It was concluded that the reason we got this wrong was connected to our over-estimation of the 

levels of practice discussed previously. Most high-level sports science practitioners are required to 

reflect on and evidence their practice, and regularly fill in forms of some description. The reality was 

that few of the cohort of applicants fell into that category. They were not professional practitioners 

being line managed in this role with frequent performance reviews. We decided to allow 

resubmissions out of respect for the effort that applicants had made, and in recognition that we 
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could have done more to support those efforts. Our philosophy was always to be inclusive, fair, and 

supportive and we felt that there were considerable learning opportunities for applicants who may 

never have had the opportunity to receive feedback on their practice. The learning from this was 

that further supports were required to prepare potential applicants for submission. 
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10.5.3 Reflecting on research objective 3 

To co-design and pilot an accreditation experience for applicants which facilitates 
engagement and supports reflection and learning 

 

 The high engagement and energy levels observed in the ice-breaker activity of the workshop 

were equal to the level of effort which had gone into designing it. The activity was designed to 

motivate participants by appealing to all their basic needs: the task was simple enough for everyone 

to feel competent and the competitors had the incentive of a reward; participants had the 

autonomy to chose who they wanted to speak to, engaging and revealing as much or as little as was 

comfortable; and they had the opportunity to connect in a meaningful way with peers around a 

common interest (Deci et al., 2017). In terms of facilitating networking for the rest of the day, this 

activity allowed participants to become acquainted and gain an early understanding of who was in 

attendance and what expertise they brought. This gave participants a level of comfort for the 

remainder of the days’ interactions. It was clear from the feedback that we had facilitated 

practitioners to make connections and they really valued this aspect of the workshop. These 

connections and the early signs of a community forming were evident after the event with a 

WhatsApp group becoming established and the fact that some of the applied PAs began to set up 

workstations in their home stadia to facilitate the needs of the visiting analysts during National 

League games. Reflecting on this evidence, we felt the workshop had achieved the objective of 

facilitating engagement, however, it was also clear that we could have and should have designed 

more activities which facilitated small group engagement. Participant interaction was more valuable 

to the learning and reflection process than we had realised and there was a need to provide more 

opportunity for this both formally and informally within the day. These insights drove the 

modification of the next iteration of workshop delivery.   

 

At the time, the evidence from the application forms pointed to the need to build more time 

and opportunities for reflection into the workshop, to bring attendees on a reflective journey in the 

course of the day. We needed to develop our own competence with a more in depth understanding 

of how to support reflective practice (Zuber-Skerritt, 2015), and looked to literature on reflective 

practice (Knowles et al., 2014b), and adult learning principles to support our learning (Knowles et al., 

2005). Looking back with reflective scepticism now, we realise that this was potentially the first time 

many of these practitioners had been challenged to think beyond ‘what’ they were measuring and 

consider ‘why’ and ‘how’ they carried out this role. This understanding of how practitioners were 
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thinking about PA helped explain, and was further evidenced by, a key incident which occurred 

within the pilot accreditation workshop. James Horan, the highly respected Mayo Football manager, 

was invited to discuss what GAA coaches needed from their analyst. This was designed as an open 

discussion forum, however, after a few initial questions, there was little or no discussion and room 

was very flat. Creating an atmosphere with positive energy is a key principle for success in adult 

learning (Knowles et al., 2005), so it was concerning for us as facilitators to observe the energy leave 

the room during this activity. Horan had opened the discussion by articulating his vision of how his 

team play, how that is clearly and emphatically linked to what they measure, and why they approach 

PA in a particular way. We realised that this may have been the first time some of the applied PAs 

were exposed to such clarity of purpose and thought from a coach. The initial questions from the 

floor related to what Mayo were measuring with suggestions for additional metrics, but Horan again 

stated that simplicity was key and believed it was about how you used information effectively to 

meet the needs of players and the performance vision. Reflecting on why questions or conversation 

did not flow from this, we took the fact that so few of the participants felt confident to engage with 

Horan to mean they may not have been engaging in such conversations around purpose and needs 

analysis, so they were out of their comfort zones. Our awareness of the context told us that there 

were some GAA coaches who left what was to be analysed entirely up to the applied PA, so a robust 

needs analysis and the idea of a performance vision or question driving system design may have 

been quite a new concept for some practitioners.  

 

 Our reflections at the time led us to believe that we had met the reflection and learning 

element of the research aim, however we were only scratching the surface. This analysis identified 

two barriers to be overcome by GAA applied PAs. The first was for them to think about PA in a way 

which was new to some practitioners, we were asking them to invest time considering how they 

interacted with coaches and players, if they really understood the needs of stakeholders, and to 

evaluate if the systems they designed met those needs and the broader performance goals. 

Examining this in more depth through the insight gained in Chapter 5 about applied PA practice, the 

value capture processes seemed to be largely absent in GAA practice (de Oliveira and Cortimiglia, 

2017). The process of value capture requires a frame of reference in which to understand if value 

had been created or needs had been met. If a needs analysis and clear aims for PA provision were 

not considered at the beginning of a season, it is very difficult for the practitioner to evaluate if value 

has been added. Value capture also requires a specific allocation of time and the appropriate 

reflective skills to analyse and evaluate service provision and articulate the value co-created. It was 

evident from Chapter 5 that the elite professional applied PAs struggled to make time for, or 
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effectively structure the evaluation of practice, therefore it is not surprising that this was also the 

case in GAA where practitioners and coaches have even less time available for this component of 

practice than those in full time professional roles (Martin et al., 2017).  

 

10.6 Summary and next steps 

Overall, this action cycle was deemed to be a success and the project team concluded that 

the right mix of people and expertise had been involved at this point. We were aware that in this co-

design process, we would need to understand the needs of all analysts, not just the elite cohort. The 

GAA were happy to have the project off the ground and to be seen to be addressing the issue of 

quality assuring sports science practitioners in a way which aligned to GAA philosophy. The applied 

PAs were pleased with recognition from the GAA and their peers and were energised by the 

possibilities that this programme could bring. The research aims had been met, but more thought 

needed to go into providing a reflective journey for attendees at the workshop and scaffolding the 

application process more effectively for applicants. 
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Chapter 11: Establishing the accreditation for the 
practitioner development pathway 

 

 

11.1  Introduction 

This chapter will document the evolution of the GAA PA accreditation from the end of Cycle 

1 in early 2017, to the current iteration of the process. Subsequent to the completion of the pilot 

programme, accreditation workshops were rolled out regionally in the four Irish provinces. However, 

the single point of administration remained centralised in Croke Park (i.e., GAA Headquarters). In 

order to promote the accreditation programme and facilitate the development of a community of 

practice (CoP), accreditation certificates were awarded annually at a CoP one-day seminar.  The 

intrusion of Covid-19 on society and the limitations it presented necessitated a pivot to online 

accreditation workshops and no face-to-face CoP events have occurred since February 2020. In 

reality, Cycle 2 as reported here is a collection of iterative micro cycles. When compiling an action 

research thesis with a coherent argument, it is necessary to exclude what is not essential to 

developing the argument, therefore, this is an abridged version of events (Zuber-Skerritt and 

Fletcher, 2015). It is also important to note that events and evidence from Cycle 2 informed, and 

were informed by, the concurrent Cycle 3 which sought to develop educational supports for 

practitioners.  Since 2016, the personnel involved with the project from Croke Park has changed (see 

Table 9.2 for details). PD and DS both moved to new roles within the GAA in 2019, so the project 

lead was allocated to the GAA’s Player Welfare manager, KL and subsequently ET in September 

2021. The action research aims for Cycle 2 were: 

1. To establish a valued and supportive accreditation system for GAA applied Pas 
 

2. To build and grow a community of practitioners whose philosophy complements and 
enhances the GAA Coach10 principles and values. 
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11.2 Cycle 2 Plan: Planning accreditation roll out and development of 
the Community of Practice (CoP) philosophy 

 

11.2.1 Planning accreditation workshop roll out in the provinces and online   

The pilot accreditation process evidence was reviewed collectively by DS, CC and I to 

determine what amendments were required for the workshop and application process to better 

meet participant needs. The areas for improvement in the accreditation process which were 

identified are listed in Table 11.1 along with the plans which were developed to address them. The 

plans to address the issues with the application process are in line with the guidance material 

provided for many accreditation applications (Knapp, 2000, ESSA, 2016), however the opportunity 

for Level 4 candidates to submit a draft of their application to be pre-screened and to receive 

feedback is  a unique feature of this accreditation process.  

TABLE 11. 1: ISSUES TO BE ADDRESSED IN THE FACE-TO-FACE ACCREDITATION WORKSHOP BASED ON REFLECTIONS ON 

THE PILOT PROGRAMME 

Issue to be addressed Plan to address this 

The wording of the five reflective questions in Level 

4 applications needed to be clearer based on 

applications received 

• Clarify wording, particularly the last question which 
needed to explicitly ask how practitioners applied CPD 
learnings in their practice 

Applicants needed access to additional guidance 

when preparing their applications 

 

• Compile an accreditation checklist for applicants 

• Create guidance videos on: writing a philosophy of 
practice, applying for Level 1-3 accreditation, applying for 
Level 4 accreditation 

Some Level 4 applicants needed assistance in fully 

articulating their reflections on practice   

• Level 4 applicants would be offered the opportunity to 
submit a draft applicant in a pre-screening exercise 

 

This decision was taken based on our critical reflections on the resubmission process which had 

taken place in the pilot accreditation, discussed in Chapter 10. It was always our philosophy that 

accreditation should be a supportive and educational process to encourage analyst development 

within the pathway. The pilot programme had revealed the extent to which professional training in 

PA was missing for many self-taught applied PAs who lacked the language of the discipline and the 

experience as reflective practitioners which professional training is expected to bring (Knowles et al., 

2014). We assumed that future applicants would face similar challenges and potentially struggle to 

articulate their practice. We determined that this pre-emptive policy was more favourable than a 

series of resubmissions which could negatively impact applicants’ self-esteem and slow down the 

accreditation process. Through our training and experience as adult educators we understood the 
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need to meet adult learners ‘where they are’ (Knowles et al., 2005), and felt that the additional 

feedback to participants would help their reflective processes.  The intention with this feedback was 

that it would be light touch, in the sense that it would point to areas where applicants needed to be 

more reflective, with feedback comments to be directed as questions relating to the application 

content. The other motivation for pre-screening was to identify candidates who were clearly not 

demonstrating that they met the requirements for Level 4 accreditation. The intention was to be 

honest with such candidates and provide constructive suggestions on areas which they should 

develop in order to be considered for Level 4 at a point in the future. The GAA Coaching and Games 

Development department as key stakeholders were consulted on this issue and were in agreement 

that this was also aligned to their philosophy (Vaughn and Jacquez, 2020). This strategy would 

prevent very poor applications being considered by the external Level 4 assessors and wasting their 

time. It was decided that the opportunity to resubmit would be left as an option which assessors 

could be recommend at any level of accreditation, in line with the supportive philosophy and in 

recognition that many GAA applied PAs had never had the opportunity to receive feedback on their 

practice.  This would be evaluated each year based on an analysis undertaken by the project team, 

of the nature and quality of applications received, along with a review of the data on the number of 

resubmissions necessary at different levels.   This shows a robust, evidenced-based approach to the 

process along with a highly person-centred focus. 

 

The issues identified from the pilot programme regarding the accreditation workshop are 

summarised in Table 11.2, accompanied by how we planned to address them. As detailed in Chapter 

10, critical reflection on the pilot programme indicated that workshop participants struggled with 

the skills required to reflect and needed much more support in this area, a common issue with 

novice practitioners (Kilgour et al., 2014). Mann et al’s., (2009), guidance on the factors which 

facilitate reflection and reflective practice in educational settings guided our discussions about how 

to maximise the opportunity that each workshop presented to engage GAA analysts in reflection. 

Particularly relevant to this project were their findings that a facilitating context, a safe atmosphere, 

peer support, and making time and space to reflect, all helped to develop reflective practice (Mann 

et al., 2009). In line with this, we planned to extend the time allocated to the reflective practice 

activity which would extend the peer support element. We also designed an additional prompt tool 

for participants (Appendix 11.2). Capturing the idea of a facilitating context and a safe atmosphere, 

an activity called ‘walk the line’ was designed. This was designed as a tool to provide real life 

scenarios which would force participants to reflect on how their philosophy of practice guides their 

behaviour (Jenkins, 2010). We also felt it could be a vehicle for interaction, discussion, and fun. 
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TABLE 11. 2: ISSUES TO BE ADDRESSED IN THE FACE-TO-FACE ACCREDITATION WORKSHOP BASED ON REFLECTIONS ON 

THE PILOT PROGRAMME 

 

Issue to be addressed Plan to address this 

Participants struggled to fully articulate a philosophy of 

practice or demonstrate reflection  

Participants needed more time and opportunity in 

workshop to fully understand the concept of a 

philosophy of practice and reflect on their philosophy 

1. Design an activity which would bring the concept of a 
philosophy of practice alive and allow participants to 
reflect on theirs (Walk the line) 

2. Introduce exemplar material as guidance  
3. Design a prompt sheet for reflection task 

The inter-analyst interaction was more valued by 

participants than realised in the initial design.  

There was a need to provide more opportunity for this 

both formally and informally within the session 

1. Allocate more time to discussion tasks 
2. Inform participants of a 9.30 start allowing 30 extra 

minutes to mingle with tea / coffee; Depending on 
interaction, plan to begin workshop at 9.45am and 
reallocate the interaction time later in the day when 
participants are more engaged 

 

 

The ‘walk the line’ activity involved placing masking tape along the floor of the room. Participants 

would be asked to stand in the middle of the room initially and were then presented with a scenario 

(see Figure 11.1 for examples). They would then be asked to position themselves at a point along a 

line when they had decided on their preferred option and ‘sitting on the fence’ was to be frowned 

upon. Some participants would then be asked to explain their position regarding the scenario.  
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FIGURE 11. 1: A SAMPLE OF SOME OF THE ‘WALK THE LINE’ SCENARIOS POSED TO PARTICIPANTS AT THE 

ACCREDITATION WORKSHOP TO PROVOKE REFLECTION ON THEIR VALUES AND PHILOSOPHY OF PRACTICE.  

It was planned that these workshops would be rolled out in each of the four provinces 

annually and either CC or I would facilitate them to ensure consistency of delivery and message. In 

terms of evaluating the effectiveness of the changes planned, the final activity in each workshop was 

designed to serve as evaluative feedback, in addition to being another reflective activity for 

participants (Figure 11.2). It was planned that a content analysis of the data posted by participants 

would indicate if the amendments to the workshop had been successful.  

 

FIGURE 11. 2: A SLIDE DETAILING THE WORKSHOP EVALUATION TASK WHICH WAS CARRIED OUT USING POST-ITS 

WHICH PARTICIPANTS ANONYMOUSLY POSTED.  
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The arrival of Covid-19 just after the 2020 workshops had been delivered forced an 

unplanned pivot to online delivery of the workshops in 2021. When we came to develop this online 

offering in May 2021, CC and I had undergone training in online education delivery. I had been 

teaching undergraduate students fully online for over a year, and CC had designed and delivered 

numerous online GAA workshops and courses to coaches and tutors. This satisfied the need for 

competence in our undertakings within the action research process (Zuber-Skerritt, 2015), but these 

commitments also meant that our availability to re-design the workshop and materials was limited 

until later in the year. We decided to deliver elements of the workshop content online in a series of 

videos, complemented by an online two-hour webinar (Figure 11.3 below for the workshop 

structure).  

 

 

FIGURE 11. 3: A SLIDE FROM VIDEO 1 SHOWING THE STRUCTURE OF THE ONLINE ACCREDITATION WORKSHOP FOR 

2021. 

Guided by the videos, workshop participants would be asked to spend time in advance of the 

workshop writing their philosophy of practice and thinking about a reflective story. Designed to 

optimise engagement, videos would be embedded in such a way on the GAA’s eLearning Portal that 

watching each one was a requirement to progress through the required steps. Only people who had 

completed this process would be given the link to attend the workshop. The workshop would be 

hosted on the Zoom platform (Zoom Video Communications Inc., 2016) and we planned that 

breakout rooms would replace the one-to-one discussions which had been a feature of the face-to-

face delivery (see Figure 11.4 as an example). The ’walk the line’ activity was to be modified by the 

introduction of online polls which would give participants the option to respond: Yes / No or Other 

followed by a discussion. A Microsoft Forms template would be designed to collect the participant 
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evaluation data previously collected via post-its in the final task of the workshop (Figure 11.2). While 

one of the key principles of PALAR is compromise (Zuber-Skerritt, 2018), we were not sure if the 

proposed format was too much of a compromise on the time that had been allocated to individual 

participants reflection in the face-to-face workshop. In theory, participants would spend time on this 

in advance, but we would only know if this was successful from the interactions during the online 

workshop and through the applications which would subsequently be submitted. There was 

significant time pressure to run the workshops in a short window before the GAA club championship 

season intensified and analysts would become less available, so while a pilot workshop would have 

been desirable, circumstances did not allow for one.  

 

  

FIGURE 11. 4: A SLIDE FROM THE LIVE ONLINE ACCREDITATION WORKSHOP SHOWING INSTRUCTIONS FOR THE 

BREAKOUT ROOM TASK ABOUT PARTICIPANTS’ PHILOSOPHY OF PRACTICE. 

The primary driver for the programme was to improve PA practices by motivating practitioners to 

embrace high standards in their practices. We felt that the pilot accreditation programme had 

demonstrated that it had the potential to satisfy the three basic human needs identified as critical to 

optimising intrinsic motivation and thriving practitioners (Ryan and Deci, 2000). In order to optimise 

their sense of competence, relatedness and belonging, when the accreditation process was 

complete, we planned to publish the names of all accredited analysts on the GAA’s website. In 

addition, the GAA agreed to support an annual CoP event where accreditation certificates would be 

given out in an annual awards ceremony. This event would optimise the promotion of the peer 

recognition of accredited members of the community and facilitate the development of a CoP. This 

was also viewed as a significant learning opportunity for the community, so the planning of these 

CoP events is detailed in Cycle 3 (Chapter 12). Accreditation was granted for a period of five years 

which means the first cohort of accreditations are due to expire in Summer 2022. Planning for a re-
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accreditation process has not begun and will be informed in part by the insights gained in this thesis, 

as well the state of public health restrictions. 

 

11.3 Cycle 2 Action: Establishing the accreditation roll out 

A total of 298 participants attended 16 accreditation workshops which were delivered face-

to-face from 2017-2020 and three online in 2021 (Appendix 11.2). Many of these participants 

applied for accreditation with 208 / 225 successfully completing the process (Table 11.3).  

 

TABLE 11. 3: THE NUMBER OF APPLICATIONS PROCESSED AND ACCREDITED AT EACH LEVEL IN THE GAA 

ACCREDITATION PROGRAMME FROM 2016-21 

 

Cohort 

Total 

Applications 

Applications made versus Accredited per Level 

Total 

Accreditations 

Level 1 Level 2 Level 3 Level 4 

1 – Pilot 20     4 9 16 8 17 

2 – 2017 32 5 5 4 5 17 17 6 5 32 

3 – 2018 39 2 2 14 15 18 16 5 5 38 

4 – 2019 42 10 5 18 17 11 11 3 3 36 

5 – 2020 47 8 5 24 22 9 8 6 4 39 

6 - 2021 45 5 5 19 20  15 13 6 5 46 

Totals 225 30 22 79 79 74 74 42 30 208 
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11.4 Cycle 2 Observe: Data to inform critical reflection 

 

11.4.1 Workshop observations and data 

When facilitating the face-to-face workshops, we could directly observe the level of 

participant engagement with tasks and adapt delivery according to the needs of each group to 

ensure participants were meeting the desired learning outcomes. At the end of each face-to-face 

workshop, the facilitators collated the evaluation ‘post-it’ sentiments (Figure 11.2), manually on a 

large sheet and undertook a basic content analysis individually/as a group to identify any issues 

which needed to be addressed immediately. The patterns evident from this feedback were then 

considered by the project team when all the workshops were complete via an online meeting. 

Examples of such comments are shown in Figure 11.5. Over the years of face-to-face delivery, clear 

patterns emerged across participants’ comments. The ‘things people learned’ typically included:  

• the importance of accuracy 

• the need for reflection 

• the need for simplicity and to reinforce positives in feedback  

• the importance of reflection and understanding your philosophy  

• the concept of the analyst’s role as an advocate for good practice within the GAA coaching 
ecosystem 

The comments on ‘what went well’ typically included:  

• interaction and sharing, 

• networking  

• fun 

• discussions prompted thought 

• great confidence from hearing what others are doing    
 

Two themes that were recorded in the ‘improvements’ feedback in every workshop were requests 

for more time, and to cover technical ‘how to do PA’ material. In each workshop when we saw the 

requests for more time posted on the wall, we would ask participants if the workshop should be 

longer, to which the answer was always no.  
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FIGURE 11. 5: A SAMPLE OF THE POST-IT FEEDBACK RESPONSES FROM THE 2017 ACCREDITATION WORKSHOPS 

In the online delivery, many participants admitted to not spending a lot of time preparing in 

advance. It was very difficult to assess the quality of discussions in breakout rooms or assess if 

participants were really understanding the concepts. It was also easier for some participants to hide 

or not fully participate compared to the face-to-face environment. Workshop evaluation was in the 

form of an anonymous survey (Appendix 11.4). 17/62 (27%) respondents noted the importance of 

reflection or reflective practice as one of their three learnings. We felt this data agreed with our 

observations as facilitators. The contrast between this experience of a short two-hour online 

workshop, versus a 4.5-hour face-to face experience with participants was marked. In the face-to-

face workshops, participants were fully present on a reflective journey with appropriate support 

when required. In our discussions of these findings, we concluded that in the online workshops, 

where reflection did resonate for some people, it was the concept, that it may be a good thing to do 

some time in the future, whereas at the in-person workshops, each participant actually did reflection 

to some degree. We only asked the question about whether or not to keep the workshop online for 

two out of three groups. Of the 35 respondents, 19 (54%) felt a face-to face workshop would be 

better, however they did enjoy the perspectives of participants from all over Ireland: 

“I thought the element of having different backgrounds was great, not just Dublin 
people, good variety as it was online so you get to see other perspectives whether from 
people from Ulster, Munster or Connacht.” 2021 Workshop Participant 

 

11.4.1 Data from the accreditation applications 

Five cohorts of GAA applied PAS have been processed since the pilot group. At Level 4, 40% 

(10/25) of applicants availed of the opportunity to pre-screen their applications. The net result of 

this was that there was only one failed application at this Level. The applicants who asked for pre-

screening were usually self-taught analysts and they were very grateful for the feedback provided to 
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help improve how they articulated their experience.  Since 2017, about 10% of applications were 

failed and resubmission recommended, only one applicant was given feedback and asked to reapply 

the following year. Most of those invited to resubmit did so successfully 86% (19/22). The 

application forms of those who consented to be involved in the research project have been 

anonymised and archived but not systematically analysed yet. However, each year the project team 

and the independent assessors completed a subjective, qualitative assessment and critical reflection 

of the forms to get a sense of the content and quality of applications and how they related to 

previous cohorts. Given the vision and original catalyst for the project (outlined in Chapter 9), we 

wanted to see if applicants were aligned to GAA philosophy, and if there was more awareness of the 

need to contextualise statistics and ensure reliability. In the reflective stories that were submitted as 

part of the application, we felt that video feedback was prevalent, there was consistency around 

numbers being contextualised with video feedback, and there were many examples of 

individualised, bespoke feedback to players. There were only a few instances each year of the use of 

guided discovery with players which may or may not indicate that this is not a very common 

practice. This style of feedback facilitation, through questions and allowing time for athletes to 

problem solve is increasingly recognised as more productive from a pedagogical perspective (Stone 

et al., 2021). The philosophies of practice reflected a strong understanding of player-centred practice 

and consideration of the analysts’ place in the GAA coaching process. Our analysis of the 2021 

applications carried out in two meetings, noted that while meeting the standard for accreditation, 

the 2021 applications were generally more descriptive and less reflective than previous cohorts. In 

addition, one of the Level 4 assessors commented that they would be keen to interview applicants to 

get a better sense of their practice, a process which would be similar to the case study presentation 

in the UK Strength and Conditioning accreditation process (UKSCA, 2021).  

 

Data from the accreditation programme applications was used to inform Cycle 3 and design 

educational supports for accredited applied PAs. Thus, it was important to characterise the 

minimum PA training achieved by applicants, as stated in their submissions. While not all of the 

applicants gave permission for their data to be used for this research, 196/208 did, and their training 

is shown in Tables 11.4 and 11.5. These data show that the overall number of people with formal 

academic training in PA is 28% and that alternative forms of training have been largely provided by 

software companies. The impact of the GAA Introduction to PA course is evident from 2019. 

TABLE 11. 4: THE NATURE OF MINIMUM PA TRAINING STATED BY APPLICANTS ON ACCREDITATION PER YEAR OF 

ACCREDITATION  
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Nature of PA Training 2017 2018 2019 2020 2021 Total 

Equivalent Training 2 2 1 4 0 9 

Formal Academic Training 19 10 3 4 18 54 

GAA Intro to PA 0 0 1 12 6 19 

GAA Workshop Training 12 10 12 1 5 40 

Generic PA Workshop 0 1 0 0 0 1 

Software Company Training 13 14 20 9 17 73 

Total 46 37 37 30 46 196 

 

 

TABLE 11. 5: THE NATURE OF MINIMUM PA TRAINING STATED BY APPLICANTS ON ACCREDITATION PER LEVEL OF 

ACCREDITATION   

Nature of PA Training 1 2 3 4 Total % 

Equivalent Training 1 2 5 1 9 5% 

Formal Academic Training 3 11 25 15 54 28% 

GAA Intro to PA 3 12 2 2 19 10% 

GAA Workshop Training 6 16 13 5 40 20% 

Generic PA Workshop 0 1 0 0 1 1% 

Software Company Training 11 30 27 5 73 37% 

Grand Total 24 72 72 28 196 - 

 

       

11.5 Cycle 2 Reflect: Evaluating the cycle 

A final critical reflection of this cycle was undertaken for the purpose of this study by CC and 

I over a series of three meetings in Autumn 2021, to consider if the actions taken had achieved the 

research outcomes for this cycle. The reflections are particularly important for the accreditation 

project as it moves towards a review and the design of a re-accreditation model.  
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11.5.1 Reflecting on research objective 1 

To establish a valued and supportive accreditation system for GAA applied PAs 

- Education data show that the GAA cohort are more likely not to be professionally trained 

applied PAs, therefore the philosophy of a supportive accreditation process which aids 

professional development was the correct approach to adopt 

 

- The scaffolding which has been put in place to support the development of applied PAs 

through the application process have been effective as evident in the numbers of applied 

PAs achieving the required standard for accreditation 

 

- The sustained numbers of applications indicate that this is an established and valued 

accreditation  

 

11.5.2 Reflecting on research objective 2 

To build and grow a community of practitioners whose philosophy complements and 

enhances the GAA Coach10 principles and values. 

 

- It is difficult to evaluate this outcome without seeing people in action in their practice. In lieu 

of this, we must use the philosophies of practice and reflective stories that applicants 

provide in their application forms. The critical reflections of the research team suggest that 

the community of GAA accredited analysts are aware of how their philosophy of practice can 

help drive holistic player-centred PA within their coaching environments. 

 

- The absence of instances of guided discovery in the applications perhaps demonstrates that 

this is an area in which analysts need more support. Guided practice involves a considerable 

investment of time and energy, and these are in short supply with amateur GAA players, 

part-time coaches and analysts, thus it is potentially a difficult sell in this environment. 

 

- The capacity to fully understand and live your philosophy of practice is closely linked to your 

capacity to reflect on practice and in practice (Rhodius and Huntley, 2014). Our reflections 

on the online workshop delivery and 2021 application forms concluded that the online 

experience did not create the reflective journey intended and this would need to be 

addressed if online delivery was to be used in the future. Our learning here was that the 

journey, the different activities and peer interaction, was more valuable than the destination 

of filling in a form. 
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11.6 Summary and next steps 

This cycle of action saw the accreditation of five cohorts of GAA applied PAs, which 

generated considerable learning for the project team. The data, reflections and learnings will inform 

the next phase of the project as it addresses the need to design a reaccreditation mechanism and 

improve the current pathway. These plans are detailed in Chapter 14. 
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Chapter 12: Developing educational supports and 
opportunities for GAA analysts 

 

 

12.1 Introduction 

Education was identified as a key strategy in changing PA practices in the original proposal to 

the GAA, and the urgent need for this became even more apparent after the pilot programme. 

Progress on this aspect of the programme was slower due to various obstacles which were 

negotiated. A challenge in writing up an action research thesis is deciding how to present a succinct 

version of events with sufficient detail to explain the decisions made (Zuber-Skerritt and Fletcher, 

2015). Mindful of this advice, this chapter describes a macro cycle of action which saw the 

establishment of an annual CoP seminar, an Introduction to PA training course for GAA coaches and 

analysts delivered, and a draft GAA PA Guide for Practice written. There were two research 

objectives for this cycle: 

 

1. To understand the educational and broader needs of the GAA applied PA community of 
practice. 
 

2. To design formal and informal educational opportunities which meet the needs of 
practitioners. 

 

This chapter will focus on how the educational opportunities designed to meet the first objective 

generated evidence to meet the second objective, rather than on the minutia of these events and 

courses, which are provided in appendices 

 

12.2 Cycle 3: Community of practice events 

12.2.1 Plan: Planning community of practice seminars 

Feedback data from the pilot accreditation workshop and the applications for accreditation 

that were received painted a clear picture of practitioners in need of educational support. The first 

opportunity to provide this support was at the CoP seminar in November 2017. As the formal launch 

of the CoP (de Carvalho-Filho et al., 2020, Kimball and Ladd, 2004), this event was meticulously 

planned to also be a learning opportunity with a careful mix of lectures and informal sharing. IT 
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Carlow was chosen as a venue as their geographical location made it a relatively easy location to get 

to from anywhere in Ireland. As an institution they had also blazed a trail for PA with the only 

Masters level course in Ireland, and they were very keen to be associated with the event. It was 

planned that the event would be open to anyone, but GAA accredited analysts were sent a code 

which entitled them to register at a reduced cost. The intention was to create an element of 

exclusivity and benefit for accredited analysts (Knapp, 2000), while keeping the community open to 

new members (de Carvalho-Filho et al., 2020). Our aim was that attendees would experience all four 

aspects of social support (Norris et al., 2020): emotional support, through the esteem and respect of 

others; tangible support through the resources provided; appraisal support by hearing the views of 

their peers; and informational support through the knowledge and advice shared. Resources 

provided included an excel template for data visualisation and a GAA Guide to GDPR in PA (Appendix 

12.1)   

Recognition is a key principle in PALAR research which guided our planning (Zuber-Skerritt, 

2018). These CoP events were used to formally recognise the applicants accredited at different 

levels, the contribution and leadership of the GAA Games Development Department and individuals 

among the community who had particular expertise which could be celebrated or shared. The 

format and content for the first day-long event were very well received so a similar format was 

adopted for the 2018 and 2019 events. The schedule and speakers for each event can be seen in 

Appendix 12.2, while the objectives for the events are below: 

Objectives for the 2017 Community of Practice Seminar: 

 

1. To provide an opportunity for GAA analysts to share practice and support each other to 
problem solve. 
 

2. To foster a culture of continuing support within the community of GAA analysts and beyond. 

 

Objectives for the 2018 CoP Seminar: 
 

1. To provide a forum for the community of practice to share and learn from each other. 
  

2. To challenge the way we think about feedback and how we create learning environments for 
players. 
 

3. To consider the implications of GDPR in our PA practice 
 

4. To understand where PA fits into player preparation and how best we can meet their needs 

Objectives for the 2019 CoP Seminar: 
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1. To provide an opportunity for analysts to engage with each other, discuss, reflect and share 
best practice. 
 

2. To examine if what we are measuring in football and hurling are the most critical from a 
coaching perspective. 
 

3. To consider the findings of the UCD Evaluation of our GAA PA Community of Practice. 
 

4. To explore examples of PA workflow and share practice on technology and time efficiency. 
 

12.2.2 Action: Organising community of practice seminars 

Three CoP seminars were held, and attendances varied from 53 in 2017, to 67 in 2018 and 

73 in 2019. At each event, the levels of interaction, sharing and questions among the community 

was such that facilitators often had to adapt sessions to allow particularly animated discussions to 

continue. Many participants remarked on the positive energy of these days. When Covid 19 

restrictions meant that seminars were not possible in 2020 and 2021, the decision was taken to 

postpone the event until the community could gather again freely. Based on the feedback from 

previous years about the quality of the peer interactions, it was concluded that the CoP seminar 

would not easily translate to an online format. One of the main factors in this conclusion was the 

idea that the face-to-face interactions provided a safe space where participants could be open and 

share relatively freely. This is recognised as a critical factor in effective knowledge sharing within a 

communities of practice (Hildreth and Kimble, 2004), and also in peer reflection (Rhodius and 

Huntley, 2014).   

 

12.2.3 Observe: Feedback from community of practice seminars  

After each seminar, the organising team reviewed and captured our sense of how the day 

had been received by participants and was viewed by the GAA Coaching and Games Development 

Department. PD, who attended the workshops in 2017 and 2018, shared the action research teams’ 

perspective of the events, describing an “air of positivity” about the day, which he felt was a “great 

learning exercise.” By November 2019, both PD and DS had moved on to other roles so there was no 

official GAA presence, which we felt did a disservice to their role in the project.  

 

In 2017, an online survey was used to capture participant feedback (Appendix 12.3). The 

survey related only to the two objectives for the day and thus the information it provided was quite 
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limited, although the response rate was 49%. In a bid to elicit more information from participants, in 

2018 they were invited to use a page from their seminar pack to write two suggestions for how we 

could move the project forward, based on what they wanted from their community (Appendix 12.4). 

These were much more illuminating about the needs of the group but were mainly bullet points as 

participants were probably keen to write something quickly and move back to conversations or 

leave. In 2019, we returned to the online survey, but designed a slighter longer version, which was 

distributed two days after the event. This gave the 35 respondents (48%) more opportunity to reflect 

on the day and more time to write longer answers (Appendix 12.5). A content analysis (Elo and 

Kyngäs, 2008) was completed on these three datasets to inform the critical reflection on the 

research outcomes which are presented in Section 12.5.2. 

 

12.3 Cycle 3: Introduction to PA in GAA course 

12.3.1 Plan: Planning the “Introduction to PA” course 

The starting position from the GAA with regards to PA education was that any offerings they 

would recommend must align to their coaching and games philosophy. This meant there were two 

potential options in designing formal education opportunities which would meet the needs of GAA 

applied PAs and be endorsed by the GAA. These were to create a brief for existing PA education 

providers to apply to have their modules approved by the GAA, or to design and deliver bespoke 

GAA PA modules. As educators, the research team understood the time and effort required to 

validate new courses, therefore we favoured the pragmatic option of approving existing offerings as 

this would speed up the process of creating a list of approved courses. It was hoped that offering to 

approve PA courses might also act as a catalyst to education providers to create more offerings in 

this space. By December 2016, the research team had designed a brief for educators with expected 

learning outcomes, indicative content, and minimum assessment requirements (Appendix 12.6). The 

learning outcomes for this module were derived from the concurrent PhD research which formed 

the basis for the framework for professional practice (Martin et al., 2021).  It was envisaged that 

submissions by education providers would be considered by a panel of industry experts, however in 

trying to establish this mechanism, it became apparent that the GAA already had a committee to 

consider approving educational offerings. Attempts to progress this plan forward moved very slowly 

in 2017, and it eventually transpired that this committee were no longer functional.  
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As often happens in action research, circumstances dictate an alternative path than that 

planned (Zuber-Skerritt and Fletcher, 2015). The reality of how to address the growing demand for 

PA education among GAA coaches and applied PAs, was a significant issue for CC as Leinster GAA 

Learning and Development Manager. In early 2018, with some input from JB and I, CC designed a 

two-day ‘Introduction to PA in the GAA’ training course based on the learning outcomes which had 

been previously agreed with PD and the GAA Coaching and Games Development department (see 

Appendix 12.7 for module descriptor details). It was planned that the pilot delivery of this course 

would be offered to a mixed cohort of coaches and analysts, and changes could be made if the 

content was not sufficiently suited to either group. Based on the success of the pilot course delivery, 

the GAA agreed that the course should be available to all provinces to roll out, and that certification 

would be from Croke Park. In Autumn 2018, a group of Level 4 accredited analysts or MSc PA 

graduates were invited to become tutors for the course and a training course was planned to help 

them upskill.  

 

The arrival of Covid-19 meant the end of face-to-face course delivery but data from the 

profiles of applicants for accreditation demonstrated the continuing need and demand for PA 

education. By Summer 2020, CC and I were both comfortable and competent teaching in online 

environments and we consulted the GAA Coaching and Games Development partners about the 

potential to pivot the course to online delivery. They were very supportive of this initiative thus a 

plan was devised to develop an online version of the course which would be delivered over four 

evenings in a three-week timeframe (Appendix 12.8). In the pilot course delivery, anonymous 

feedback was sought from participants after each session via MS Forms, with a final evaluation at 

the end.  

   

12.3.2 Action: Delivering the “Introduction to PA” course 

The Introduction to PA in GAA course was piloted in Summer 2018 and the mixed cohort of 

coaches and analysts proved to be of benefit to the learning outcomes, so this was retained. Despite 

making the course material available and training tutors from each province, all of the face-to-face 

course delivery occurred in Leinster, co-ordinated by CC (4 additional courses). The online pilot 

course was delivered in October 2020 and participants agreed to this being recorded as training 

material for additional tutors.  Two more courses were delivered in 2020 and only three in 2021. This 

was due to a delay with the payment mechanism for course tutors. Considerable time and effort had 

been invested with the GAA Coaching and Games Development department to ensure that the 



245 
 

course would be self-funding, that tutors would receive a fair rate of renumeration and how this was 

to occur. It was therefore frustrating that administrative problems within Croke Park caused a 

significant loss of momentum with the roll out of this course. The funding model for this course also 

included a small additional pot of money from each course which would be ring-fenced to pay for 

the development of further educational offerings. The total number of participants to complete the 

courses was 207.  

 

12.3.3 Observe: Introduction to PA course Data 

I was not involved in delivering the roll out of the face-to-face course but acted as a ‘critical 

friend’ as we reflected on the various stages of development. A pilot course was delivered to 

Leinster GAA Games Development staff, all coaches and some with experience of PA. A thirty minute 

debrief occurred after delivery on day two to examine the suitability of the content and delivery 

methods, and if learning outcomes were achieved. The feedback from this group of experienced 

tutors was that the material was pitched correctly, and the assessment activity and timing was 

appropriate.  The major learning from the pilot delivery was the benefit of having both coaches and 

analysts in the room together, which aligns to the original vision for the project. Participants 

reported that the mixed group challenged each other’s thought processes and language, and that 

the peer learning very much enhanced the course content. The online delivery experience as a tutor 

was rewarding as the participants had been told in advance that it was mandatory to keep their 

cameras on, which helped engagement. Participant feedback from each session was positive and 

facilitated small tweaks from one session to the next (Appendix 12.9). The summative feedback 

(Appendix 12.11) indicated that the course had met the desired learning outcomes and gave us 

confidence to approve a broader roll out.  

 

12.4 Cycle 3: Developing a PA guide for practice 

12.4.1 Plan: Developing a Gaelic Games PA guide for practice 

The need for a Guide for Practice in PA was identified by participants at the pilot 

accreditation workshop, so this was always on the ‘to do’ list for the project team. Therefore, in 

Summer 2020, when the new Director of Coaching and Games Development sought to explore the 

potential to create a collective sports science guide for GAA, the action research team were naturally 

interested. The GAA, LGFA and Camogie Association established a sports science working group, led 
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by Dr Aoife Lane comprising leading practitioners in each of the sports science disciplines in Ireland. I 

was asked to represent PA at the table, and each discipline lead was asked to put together a group 

who would compile guidance for GAA stakeholders in their area. The steering committee worked to 

describe a collective vision for the project and how they envisaged that could be delivered (Figure 

12.1). 

 

FIGURE 12. 1: A SUMMARY OF THE VISION FOR SPORTS SCIENCE IN GAELIC GAMES AND HOW IT CAN BE 

IMPLEMENTED 

 

I planned to involve the existing research team and people who had been associated with 

programme delivery. It was important to broaden the team to include applied PAs working with a 

variety of different types of teams, (male / female, hurling / football, club / county) and of different 

expertise and gender.  Given the quantum of work which had already been invested in PA as a 

discipline, some of the desired project outcomes such as a CoP and accreditation pathways, were 

already in place for PA. The PA sub-group prioritised the most significant gaps for PA. These gaps 

primarily existed where PA interfaced with the Gaelic Games system, described in Point 2 in Figure 

12.1. It was agreed that we would work towards developing aids to the recruitment of applied PAs 

within Gaelic Games and that a Guide for Practice aimed at the broad Gaelic Games community of 

coaches, sports science practitioners, administrators, players, parents and so on, would form the 

basis of stakeholder education. 
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12.4.2: Action: Developing a Gaelic Games PA  

The PA sub-group was formed in September 2020 and comprised CC, JB, KMcG who had 

previously been involved in various aspects of the programme. Two female analysts, EB and LB, with 

experience in hurling and football at various levels joined the group, having previously tutored on 

the Introduction to PA course. AS, who had been an external assessor to the accreditation process 

and had no other involvement with Gaelic Games, agreed to provide an ‘outside voice’ and help 

prevent ‘group think’.  NC, an experienced camogie analyst, and BMcD, a club analyst and curator of 

the CoP WhatsApp group completed the group. I led the group from Sept 2020 – Sept 2021, when CC 

stepped into the role and oversaw the compilation of the draft document and feedback process. 

 

The first action by the group was to search for existing guides for practice which could be 

adapted to a Gaelic Games context, however this did not bear much fruit. There was a recognition 

that we would have to generate all the material for this guide from within the group. Concurrently, 

the framework for professional practice (Chapter 2) was also taking shape so that research informed 

the material for the Guide. The lighthouse analogy graphic (Figure 3.1) was also used to illustrate the 

purpose of PA.  As the document was aimed at a broad church of Gaelic Games stakeholders from 

parents to administrators, it was important that all the material in the document was as clear and 

accessible as possible. Over the course of fifteen months, fifteen meetings with the full PA group and 

many smaller group meetings took place, and the format and content for a draft document 

(Appendix 12.12) was finalised as follows: 

What is performance analysis? 

1. Six areas in which PA supports coaches and players 
2. What does a performance analyst do? 
3. How could your team / club benefit from the use of performance analysis? 
4. Working effectively with a performance analyst 
5. How to find a Quality Assured Gaelic Games performance analyst 
6. Opportunities to learn about performance analysis 
7. How well are you using performance analysis? 
8. Appendicies (Role Descriptor and Support Agreement Templates) 

 

There was an awareness that the content of this document still needed work before it would be 

professionally formatted for publication. We understood that the analyst CoP gave us access to a 

significant resource in terms of critiquing the draft document. As a participatory research process, 

this was also an opportunity to involve the community directly in decision making as collaborative 

partners (Vaughn and Jacquez, 2020). By sharing leadership in research, participatory research 
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“contributes directly to the flourishing of human persons, their communities, and the ecosystems of 

which they are part” (Reason and Torbert, 2001:6). All GAA accredited analysts of all levels were 

emailed by ET in Croke Park to invite them to participate in the feedback process. Forty analysts 

volunteered to do so, and conveniently there was an almost equal representation from each of the 

four levels of accreditation. We also recognised the need to consult all the potential end-users of the 

Guide, however our scope was limited due to resource constraints. In line with the original vision of 

the project, it was intended that this programme would impact GAA coaching practices, therefore, it 

was felt that coaches were the highest priority ‘other’ group of stakeholders to consult. Thus, in 

addition to the analysts who were recruited to take part in this collaborative, community 

engagement process, a diverse group of coaches ranging from club to intercounty level was also 

recruited through the contact network of the group. The coaches and analysts who agreed to 

participate were then sent an email detailing the process which included a feedback template to 

guide the nature of the feedback sought and requesting consent to use the anonymised collective 

feedback for research purposes (Appendix 12.13). Participants were asked to review the document 

and given the option to pass on their comments via email or in a feedback forum convened as an 

online meeting. The two feedback sessions took place in November 2021 on the Zoom platform 

(Zoom Video Communications Inc., 2016), and participant comments were captured via Miro (Miro, 

2011), an online visual collaboration platform, using a bespoke template. The coach and analyst 

engagement events were conducted separately to ensure that the perspectives of each group were 

captured independently, preserving the distinct voice of each group, given that the feedback within 

the session was captured collectively. We felt that this consultation process was a very productive 

exercise, providing robust and actionable feedback. The feedback will be reviewed and analysed in 

more depth by the group and actioned before the document is sent to be professionally formatted 

and printed in Spring 2022.  

 

12.4.3: Observe: Developing a Gaelic Games PA guide for practice feedback 

Five coaches joined the coach feedback meeting and five more sent comments. 27 

accredited applied PAs attended the analyst feedback session. An example of the Miro feedback 

from the analyst group, illustrated how participants felt the Guide for Practice document had the 

potential to communicate what analysts do and the value they bring (Figure 12.2). All of the 

feedback from coaches and applied PAs was collated by a member of the group (Appendix 12.13). 

This has not been systematically analysed yet, however the initial sentiment was very positive about 

the document. There was very constructive feedback regarding the format and language of the 
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Guide and consensus about the need for more illustrations and examples of practice. The coaches 

were particularly interested in a clear explanation of where the applied PA sits within the 

management team.  

 

FIGURE 12. 2: MIRO BOARD (MIRO.COM) FEEDBACK FROM MEMBERS OF THE GAELIC GAMES APPLIED PA 

COMMUNITY OF PRACTICE ON A DRAFT VERSION OF THE PA GUIDE FOR PRACTICE, FACILITATED THROUGH AN ONLINE 

WORKSHOP (NOVEMBER 2021). 

 

12.5 Cycle 3 Reflecting and evaluating the cycle 

12.5.1 Reflecting on research objective 1 

To understand the educational and broader needs of the GAA applied PA community of 
practice 

A content analysis was completed of the feedback from each CoP event (Appendicies 12.3, 

12.4, 12.5), and the needs identified by the pilot accreditation group (Table 10.3). These documents 

revealed a series of educational needs and several broader needs of the CoP. This was triangulated 

with feedback from the “Introduction to PA” course delivery (Appendix 12.10) and the feedback on 

the Guide for Practice document (Appendix 12.13). The educational needs identified (Table 12.1 ), 

are quite detailed, ranging from demand for formal courses to social learning opportunities. Many of 
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these needs can be associated with the need for feedback on practice, for example, mentoring, and 

for materials to allow GAA analysts evaluate their practice, for example, the requests for models of 

best practice. While not explicitly recognised as such by participants, these are the types of tools and 

supports which are known to enable effective reflection on professional practice (Rhodius and 

Huntley, 2014). 

 

TABLE 12. 1: THE EDUCATIONAL NEEDS OF GAA APPLIED PAS IDENTIFIED BY A CONTENT ANALYSIS OF FEEDBACK 

FROM COP EVENTS. 

Need Identified Supporting Quotes 

Considerable need and 

appetite for formal 

courses to give 

practitioners a solid 

grounding in principles 

of PA  

“Need a Performance Analysis Course – maybe on a quarterly basis for one day.”  CoP 

seminar participant 2018 

“More on technology/stats and presentations” CoP seminar participant 2018 

“How to use findings and implement them to training scenarios.” CoP seminar participant 

2018 

Need models of best 

practice at their level of 

practice – written 

examples through a 

guide for practice and 

presentations at 

workshops 

“For newer, more inexperienced analysts might be nice to see someone closer to their level 

with more applicable techniques to a club team for example.” CoP Day 2019 

“Need practical examples.” CoP seminar participant 2018 

“Make the content covered more about good practice rather than what not to do.” Online 

Intro to PA course participant 2021 

Opportunities to 

evaluate their practice 

in relation to peers and 

best practice 

“Sometimes you go to these things and you don’t necessarily learn something new, but there 

is a value in knowing what you are doing fits well with best practice around the country.” 

CoP seminar participant 2017 

“Brilliant to see exactly what people are doing in a day-to-day capacity.” CoP seminar 

participant 2019 

“It was my first one & before going to it I didn't know where I stood in comparison to the 

others in the group and as a result was a little quieter and shy in the morning, but I was a 

little more engaging & outgoing in the afternoon.  [I] would certainly benefit from going 

again.” CoP seminar participant 2019 

Need for a formal, 

structured mentoring 

programme – e.g. an 

apprentice model for 

novice analysts 

“Peer to peer learning and experiential learning.” CoP seminar participant 2018 

“Easier to understand, graduated steps of how to get involved and trained up in this area.”   

CoP seminar participant 2018 

“Need a pathway for mentorship programme” CoP seminar participant 2018 

“Intern pathway (Shadow, succession)” Accreditation workshop participants feedback 2016 



251 
 

Need something to cater 

for analysts 

‘experienced’ in years 

but without prior 

opportunities for 

guidance or feedback on 

their practice – e.g. a 

‘practitioner check-up’ 

type thing 

“I would have liked more time to use our own workspaces and get advice on tweaking them. 

I am only new to the game but felt a lot of it went over my head. Maybe if people brought 

their workspaces and asked for advice on improving time efficiencies etc. Might be 

impossible but would be more beneficial.”  CoP seminar participant 2019 

“As a relatively new analyst I worked off my own template last year but was very lucky to 

have guidance from one of your speakers I was hoping for some guidance re presentation 

work and organising workflow.” CoP seminar participant 2019 

 

The opportunity to learn 

from players, coaches 

and practitioners in 

other sports  

“Set up a Podcast from performance analysts with guests from different sports and different 

levels.”  CoP seminar participant 2018 

“It would be good to the perspective from a coach. As an analyst we can sometimes get 

bogged down in our own importance within our role. To hear from a coach/manager would 

be great to hear how valuable analysis is [to] their management [plan], if valuable at all.  An 

opportunity to hear insights into the game would be great.” CoP seminar participant 2019 

“The coaches view on a report would be interesting.”  CoP seminar participant 2019 

“I wonder what rugby or other Olympic sports might have to offer?” CoP seminar participant 

2017 

“I think a chance to look outward at how people are doing things outside of GAA would be 

good.” CoP seminar participant 2019 

Need guidance to upskill 

and understand how to 

effectively integrate 

technology into 

workflows 

 

“Organise training sessions to teach the GAA community new skills such as R.”  CoP seminar 

participant 2018 

“The tech demos were good, but they did seem very rushed. I know there was opportunity to 

go around after, but I felt it might have been better if the presentations were not so hurried.” 

CoP seminar participant 2019 

“The technology is the weakest part of my entire workflow, so it was hugely beneficial to 

have opportunity to see & engage with other in this regard.” CoP seminar participant 2019 

“An additional specific session to discuss people's camera/software set up would be 

beneficial in particular to those starting out, Although this topic was touched on a more 

comprehensive overview would helpful.” Online Intro to PA course participant 2021 

Need for more frequent 

informal but structured 

opportunities for peer 

learning  

 

 

“Group work was excellent, as a newbie [I] learned so much.” CoP seminar participant 2017 

“Was great to be able to learn from other practitioners in the area and take tips that could 

be used in our own work.” CoP seminar participant 2017 

“Smaller focused workshops at regular intervals e.g. every 3 months on a topical issue” CoP 

seminar participant 2018 

“…workshops like these are great opportunities for analysts, many of whom frequently work 

in splendid isolation, to bounce ideas off each other and maybe to help each other develop 

the analysis discipline and our approach to it.    Perhaps the WhatsApp group is being used in 

this regard, but I wasn't actually aware of the WhatsApp group until I attended the 

workshop!”  CoP seminar participant 2019 
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“Only wish I had more time to meet and engage but just not enough hours in the day. I think 

that the WhatsApp group is definitely a step forward in on-going communication, just need 

more people to contribute.” CoP seminar participant 2019 

“I think a useful thing would be if everyone had to give a minute on their techniques, what 

works well for them, what hasn’t worked, mistakes they’ve made in past and improvements 

they have implemented.” Online Intro to PA course participant 2021 

Opportunities to make 

and sustain connections, 

to belong to the 

collective 

“Need more interactive sessions.”   CoP seminar participant 2018 

“Plenty of open conservations with our peers, facilitators allowed for two-way interaction” 

CoP seminar participant 2019 

“[I] really want to see this develop further. Made some good connections on the course. [I] 

sat and chatted to a few people after competitive games who I would not have known 

otherwise.” Accreditation workshop participant survey 2017 

“Communication/Sharing, PA Forum, Creating a Network and Monitoring, Positive etiquette 

between analysts – shared practices.” Accreditation workshop participants feedback 2016 

“Networking, meeting other (professional) people, Faces to names/networking” 

Accreditation workshop participants feedback 2016 

Need easy 

communication 

channels for frequent 

contact within the 

network  

 

“Build strong communications channels in this community – conferring makes us better.” CoP 

seminar participant 2018 

“Facebook group for all PAs to join and discuss/come together and have regular updates.” 

CoP seminar participant 2018 

“A collaboration network for the community (WhatsApp) to build and share knowledge” CoP 

seminar participant 2018 

“Can you set up an open discussion platform on the course site for sharing information with 

the group” Online Intro to PA course participant 2021 

 

Several other needs were identified through this process (Table 12.2 below), which can be 

said to have fulfilled the objective of identifying practitioner needs. As a research team, we have 

varying levels of agency on behalf of the CoP. To some extent the first two needs are intertwined. 

Establishing a GAA central data repository and granting access to accredited analysts would 

represent the tangible recognition they seek. A central ‘game intelligence centre’ was part of the 

original proposal to the GAA, however, there was no appetite for such a centre at that time.  This has 

changed and as a research group we had lobbied hard behind the scenes with many stakeholders to 

encourage investment in this type of infrastructure in 2019 and early 2020 with a much more 

positive reception. However, the significant negative impact of Covid-19 GAA finances effectively 

stalled any immediate prospect of this. The need for a better understanding of the role of applied 

PAs among the wider GAA community may be met through the Guide for Practice. Commenting on 
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the draft document, one coach noted that the “detail [would be] helpful when presenting to 

executives.” A small but important theme was the need for club analysts to be supported differently 

than their intercounty peers. This theme prompts us to consider how the programme caters – or not 

- to club analysts through the various offerings and accreditation pathway. 

 

TABLE 12. 2: THE NON-EDUCATIONAL NEEDS OF GAA APPLIED PAS IDENTIFIED BY A CONTENT ANALYSIS OF 

FEEDBACK FROM COP EVENTS. 

Need Identified Supporting Quotes 

Data repository for 

access to footage 

 

“Work towards a database of GAA stats like Opta in soccer for example.” CoP seminar 

participant 2018 

“Central Portal for Performance Analysis.” CoP seminar participant 2018 

“Access to footage, Equal access to footage of every game across all counties, Centralised 

video sharing, Video database of all inter-county games, Level playing field – all games 

recorded” Accreditation workshop participants feedback 2016  

Tangible recognition 

from the GAA 

 

“It gives recognition to analysts and provides a pathway for improvement” Accreditation 

workshop participant survey, Dec 2016 

“Rep at Croke Park/Provincial level, Influence policy at national level, County boards and Croke 

park push analysis equally, Administrative understanding and facilitation.”  Accreditation 

workshop participants, Dec 2016 

Recognition from peers 

and all other 

stakeholders  

 

“Might make others appreciate how much work PAs do.” 

“Role validation - equity with other sports science practitioners.” 

“Really help club officials understand the value of PA to players.” 

“Reinforces role of PA as part of the performance jigsaw.”  

Feedback on Draft Guide for Practice from accredited applied PAs 2021 

More support for club 

analysts 

“We need to separate Club from County workflow.” CoP seminar participant 2019 

“Brilliant to see exactly what people are doing in a day-to-day capacity. All contributors were 

at the high end of the scale in terms of their expertise, and most were working within a larger 

team or had a sizeable budget at their disposable. For newer, more inexperienced analysts 

might be nice to see someone closer to their level with more applicable techniques to a club 

team for example.” CoP seminar participant 2019 

“I am only starting out on this journey whilst others in attendance were well down the road. 

Absolutely great experience but at times a little out of depth for me.  The money constraints 

also for some participants would be a general issue.  PA is fine but for standalone people 

(without any financial backing like some PA's that work with County Teams) it is rather 

expensive to get up and running!” CoP seminar participant 2019 
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12.5.2 Reflecting on research objective 2 

To design formal and informal opportunities to meet the needs of practitioners 

The high levels of energy and interaction witnessed at the three CoP events reflected the 

high levels of peer and social learning which accompanied the seminars. Based on participant 

feedback from these events, it can be inferred that they fulfilled our objective of meeting the needs 

of practitioners, as demonstrated by the quote below: 

“Yes, I would [attend again], the facilitators are top class, and I learned a lot. It 
was such a great day overall loved every minute of it.” CoP seminar participant 
2019 
 

The Introduction to PA course, as a formal offering from the project, can also be said to have met 

the objective of catering to the needs of practitioners: 

“I think the course really concentrates on empowering the analyst and giving 
them the tools to go off and do their work.” Online Intro to PA course participant 
2021 

 
While we are satisfied that the introduction course fulfils its brief, the fact that only nine have been 

delivered in the last few years does not meet the overwhelming need to educate all the people who 

want to contribute to the GAA through PA. The major learning for the project is that rolling out 

courses of this nature needs a champion in Croke Park who will coordinate delivery and clear the 

way administratively for tutor payment and other such issues.  

 

It is too early to say if the Guide for Practice will meet the needs of practitioners. Its aim is to 

reach a much broader parish, and in so doing, enhance PA practices across the Gaelic Games 

coaching spectrum. Its evolution has allowed the CoP to participate as collaborative partners which 

in itself is meeting their need to belong and have their competence valued. This sense of analysts 

being valued and understood was an interesting theme in the feedback: 

“[The Guide is a] step in the right direction to help others in the club better 
understand what we do and how we can impact” Guide for Practice Feedback: 
Analyst Participant 2021 

 
This exercise in critical reflection, occurring at this point in the life cycle of the Guide 

for Practice has been very useful in making us question if it is really meeting the needs of 

practitioners. This reflection process has reminded us of a key issue: from the outset, 

reliability of quantitative data used in PA was identified as a problematic area. The current 
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Guide for Practice points to reliability as important, but in the same way as reflection has been 

perceived to be one of those things that ‘should’ be done, but may never happen. We have 

realised through this participatory research approach with the PA community that the Guide 

for Practice needs a practical ‘How to check the reliability of your analysis’ appendix. 

 

12.6 Summary and next steps 

In trying to cater to the needs of the CoP, it can be said that the educational courses and 

resources detailed in this chapter provided a platform to build a community, help it express its needs 

and find a sense of identity as a collaborative group. The systematic nature of the needs analysis 

reported here has provided the research team with a much deeper understanding of the nuanced 

needs of the different groups within the community which can be used to guide the next steps in the 

project. 
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Chapter 13: Evaluating the impact of a practitioner 
development programme for GAA applied PAs 

 

 

13.1 Introduction 

The purpose of this study was to evaluate the perceived impact of the action research 

project which set out to design and deliver a practitioner development pathway for applied PAs in 

the GAA. The vision for this action research project was to foster a philosophy of practice within the 

GAA PA community which complements and enhances the GAA Coach10 principles and values, and 

the aim was to ensure players receive high quality PA support empowering their holistic 

development. The existing research had provided a snapshot of PA practices within the GAA, 

suggesting that there was a high level of focus on statistical feedback with little availability or use of 

video for contextualisation (Martin et al., 2017). This focus on numbers suggested that GAA coaches 

and players were not benefiting from the potential to use PA effectively as a qualitative feedback 

tool, generating discussions, knowledge and insights among players and coaches (O'Donoghue, 

2006a). The reductive nature of statistics was also in conflict with the GAA’s holistic philosophy of 

coaching (Daly, 1993, Horgan and Daly, 2015). The aspiration of the action research was to improve 

applied PA practices in the GAA by creating a quality assurance and development programme for 

applied PA practitioners who would in turn influence how PA was applied within the GAA coaching 

ecosystem.  

 

Quality assurance accreditation is important for a myriad of reasons outlined by Knapp 

(2000): to identify qualified individuals; ensure recognition of expertise; enhance credibility and 

prestige; provide a vehicle for professional development; establish professional practice standards; 

protect the public; enable professionals to stay current and to increase influence on society. 

Establishing credibility and professional standards is particularly important for emerging professions 

trying to create a brand or identity (Winter and Collins, 2016). In this action research, the GAA’s 

principal motivation in establishing accreditation was to provide a system by which qualified 

individuals could be identified, and that overall standards of practice could be improved by virtue of 

practitioners developing themselves in a targeted way to meet the criteria required for each level.  

The question of how to measure the actual or perceived impact of quality assurance programmes 

has received considerable attention in the literature in relation to the accreditation of health care 



257 
 

professions and organisations (Kousgaard et al., 2019, Debono et al., 2017), however few studies 

have measured the impact of certification on practitioners and the society in which they operate 

(Schinke et al., 2018). Watson and Portenga (2014), asserted that certification of sports 

psychologists had not been effective in developing its reputation as a valued profession based on 

their subjective assessment that applied sports psychologists were not being integrated into 

performance ecosystems in the same way as athletic trainers or strength and conditioning coaches. 

Using a more quantitative evaluative approach, Folz and Shults (2018), found that public servants 

with professional certification in municipal financial management performed better than their non 

certified peers, demonstrated by a significant reduction in the number of annual ‘outside audit’ 

findings. The impact on practice of most professional accreditation programmes is difficult to 

measure empirically, therefore investigations are based on participant perspectives or self-reported 

actions which are difficult to triangulate (Bush, 2013).  While Ash and colleagues (2019), concluded 

that certification of dietitians in Australia had resulted in the maintenance of high standards of 

practice over a twenty-five year period, the purpose of the study was to review and validate 

competency standards, and they used focus groups and Delphi approaches to review critical incident 

reflections and understand the major tasks associated with the profession.  There are many more 

studies investigating the perceived value of professional accreditation to practitioners that 

considered the impact on practice of such programmes. In the areas of project management 

(Blomquist et al., 2018, Aslam and Bilal, 2021), and particularly nursing (Van Wicklin et al., 2020), 

survey tools have been used to measure these certified and non-certified professionals’ perceptions 

of the value of their associated accreditation programmes. In conceiving this study to evaluate the 

impact of the GAA practitioner development programme, the concept of ‘impact’ was broad, 

incorporating any effects the programme may have had, given it was only two years in operation at 

that point. Interviews were considered the most suitable methodology to capture practitioner 

experiences of the programme and how they made sense of what had happened since it began 

(Miller and Glassner, 2016).    

 

 One of the key objectives for the programme was to support the development of a 

community of practice (CoP) for GAA analysts in line with the GAA ethos. De Carvalho and colleagues 

(2020), describe the value CoPs can generate for a community by guiding and reformulating 

practices, solving critical problems, facilitating the transfer of best practices and developing 

professional skills, and they share twelve tips for implementing a CoP in a university faculty context. 

One of their tips is to make membership of the community worthwhile for individuals (de Carvalho-

Filho et al., 2020), advice which Fontaine and Millen (2004), describe as fundamental to establishing 
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and sustaining a CoP. The intention for creating a CoP was that it could provide social support to 

members, a construct cited as one of the most well documented psycho-social factors to influence 

health outcomes (Thoits, 2011). A community may provide social support resources in the form of: 

“appraisal (e.g., a different point of view), emotional (e.g., feeling appreciated), informational (e.g., 

receiving advice) or instrumental support (e.g., tangible assistance) (Norris et al., 2020). It was 

anticipated that the current study would demonstrate the extent to which the GAA action research 

project had been effective in creating and nurturing a CoP for GAA applied PAs, and if they perceived 

that it had enabled access to any additional social support resources which they found beneficial. In 

the research design process, the PhD candidate’s role and professional relationships within the 

community were acknowledged as a barrier to her involvement in the research process. In order to 

overcome this, a separate, unprejudiced undergraduate research team from University College 

Dublin conducted the data collection and compiled preliminary findings which they presented back 

to the CoP in November 2019.   

 

It was envisioned that the GAA practitioner development pathway would challenge applied 

PAs to think in a more holistic way about PA and their role in player development. Designing a 

programme which encouraged and enabled reflection was critical to delivering this vision. Reflection 

has been described as “an intentional process that enhances self-awareness and understanding 

through thinking about applicable ‘events,’”  (Rhodius and Huntley, 2014:91), and is central to the 

process of experiential learning (Reynolds, 2011). Reflective practice is seen as critical to effective 

professional practice within the complex and unpredictable ecosystems of performance sport 

(Knowles et al., 2014a). While much has been written about the various techniques which facilitate 

reflective practice, Anderson et al., (2004), emphasise that the starting point in being or becoming a 

reflective practitioner is about having an attitude to practice which is committed to personal and 

professional development. Peer support has been described as essential to effective reflective 

practice, providing constructive and supportive challenges to a practitioner’s interpretations of 

events (Rhodius and Huntley, 2014). It was hoped that a community of practice would foster peer 

relationships and facilitate opportunities for group reflection through the various workshops and 

events organised. The informational support provided by the accreditation programme detailing the 

expected standards of practice at different levels was also a potential reflection tool for members as 

it offered a frame of reference with which to evaluate their practices.  
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The initial research team devised three pragmatic, needs-based research questions to elicit 

an understanding of how the CoP has impacted the members of its community, and where it needs 

to go next. 1) how are the analyst resourcing themselves currently?; 2) What has been the impact of 

the performance analysis CoP on resourcing and applying information in practice?; 3) What are the 

needs going forward? Their deductive analysis of the interview transcripts based on these questions 

was reported to the GAA Director of Games Development in September, 2019 and a summary of the 

findings were presented to the community of practice in November 2019, both important 

milestones in the PALAR philosophy of recognising achievements (Zuber-Skerritt et al., 2020). The 

research team recognised that these transcripts were potentially a rich and valuable resource to 

deepen the understanding of PA practice within the GAA before and after the programme began, as 

participants voluntarily discussed other aspects of their practice and profession that had not been 

coded in the original analysis. An amendment to the original ethics application was thus sought for a 

secondary analysis of the transcripts by the PhD candidate.  This inductive analysis was guided by a 

much broader research question: what has been the experience of the analysts of PA within the GAA 

in general and since the practitioner development programme was established? The findings of this 

inductive analysis are presented in the current chapter with a discussion of how they mirror 

experiences of similar programmes in other fields. The significance of the findings to the project, 

how they triangulate the evidence gathered through other aspects of the project, and what the sum 

of the evidence means for the next steps in the research project and the programme, are examined 

in Chapter 14. 

 

13.2 Methods 

13.2.1 Methodological approach and ontological stance 

In summer 2018, DM sought support from University College Dublin to conduct an 

independent evaluation of the PALAR project. The primary objective of this research was to produce 

impartial evidence which would give an authentic insight into how GAA applied PAs experienced the 

practitioner development programme (Silverman, 2001). It was decided that a series of semi-

structured interviews with members of the CoP was the optimum vehicle to constructively generate 

information which would answer the evaluative research questions stated previously (Holstein and 

Gubrium, 2016). Data were gathered by an experienced University College Dublin faculty member 

with an undergraduate research team, who conducted a deductive analysis based on the research 

questions asked.  
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The secondary, inductive qualitative analysis was approached with a recognition that the 

PhD candidate’s involvement in the community and the project was impossible to separate from the 

analysis of the interview transcripts and subsequent interpretations. This bias was embraced and 

viewed as a valued resource to provide a deeper understanding of the environment that these 

practitioners were operating in, provoking more meaningful interpretations of their experiences 

(Lainson et al., 2019), while also being challenged by a second researcher, not involved in the GAA. 

This was in line with a critical realist approach to analysis, which accepts that truth is constructed by 

individuals, but patterns of behaviour can be observed from these constructed narratives (Ryan et 

al., 2012), (See Chapters 2 and 4 for detailed discussion of critical realism as an ontological 

approach). One important tenant of critical realism to this analysis of the influence of a community 

of practice, is the belief “that social structures have an agency which transcends and influences the 

intentions of the individual agents that co-constitute them” (Gorski, 2013:668). Another key 

assumption is that as researchers, we should consider not only what is seen in evidence presented, 

but also what may be missing (Suri, 2013). While embracing the insight brought to the research by 

the PhD candidate, it was essential that robust procedures were established throughout the analysis 

process to ensure findings were robust and trustworthy. This was achieved by adopting a process of 

reflexive thematic analysis and rigorously implementing procedures suggested by Braun and Clarke 

(2020, 2006).     

 

13.2.2 Ethical approval 

Full ethical approval for the interview study with analysts was granted by University College 

Dublin Ethics Committee to the original research team (UH-19-04-Landers-Brennan-Flynn-

Giollariogh-Halloway-McGrath) and subsequently amended for a secondary analysis by DM when all 

the interview transcripts were redacted of any identifying information. 

 

13.2.3 Participant sample 

Participants were applied PAs, identified through GAA’s Quality Assured register in 2018. All 

accredited applied PAs on the register (n=84 at the time) were informed of the study by the GAA and 

25 responded expressing an interest in participating. Initially 11 of this group provided informed 

consent and were interviewed. A second call for recruitment was made in early 2019 to a broader 

group which included applied PAs who had completed the mandatory workshop and were in the 
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process of applying for accreditation. This yielded three more participants, giving a total 14 

interviewees. Participants were all male and five accredited at Level 4, six were Level 3, 2 were Level 

2 and one was working towards accreditation. 

 

13.2.4 Data collection 

Data collection occurred between March – April 2019. Interviews were conducted via phone 

call by the faculty member with each participant while a member of the undergraduate research 

team took notes.  Interviews were recorded on a dictaphone and transcribed verbatim by the 

undergraduate research team. At this point they were de-identified and were later redacted of any 

identifying information prior to use in this study. 

 

13.2.5 Data analysis 

In this secondary analysis, it was fully acknowledged that the researcher would be 

interpreting the voice of participants not only through a particular ontological lens, but through the 

lens of my experiences as a GAA applied PA and my investment in the co-design of the project. After 

familiarisation with the interview transcripts, data were systematically manually coded using QSR 

Nvivo (Qualitative Solution Research 2002, Version 12, www.qsrinternational.com).   This open 

coding phase generated 74 codes which were shared, discussed and questioned with the PhD 

supervisor (Braun and Clarke, 2006).  The third, ‘searching for themes’, phase of the analysis was 

conducted initially by the PhD candidate, generating fourteen themes and a ‘miscellaneous’ theme 

for codes which did not fit within the identified themes (Braun and Clarke, 2006). The preliminary 

themes were reviewed by the supervisor and a meeting between the researchers then occurred to 

challenge these interpretations. Once agreement was reached regarding the themes and their 

names, it was possible to move to phase five and consider how the themes related to each other and 

build a thematic map for the final analysis. This process was undertaken in a meeting of both 

researchers to ensure the trustworthiness of the findings. Data extracts were selected which 

reflected the four overarching themes presented in the final phase of the process. 

 

13.3 Results and discussion 

The purpose of this investigation was to capture applied PAs’ experiences of practice within 

the GAA in general and since the practitioner development programme was established. The 

http://www.qsrinternational.com/
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inductive analysis of interview transcripts generated four overarching themes, one related directly to 

participant perspectives on the programme: the practitioner development programme delivered the 

desired outcomes but can be improved,  and three broader themes: GAA applied PAs are hugely 

resourceful, innovative and committed to learning; GAA practitioners see value in reflecting on their 

philosophy, purpose and practice; recognition, understanding and validation of the applied PA’s role 

by all stakeholders is very important for practitioners (Figure 13.1). This section will consider how 

these themes related to extant literature, self-determination theory and the concept of social 

support. It will highlight the patterns in the sentiments observed and suggest how those may inform 

the development of the GAA practitioner development programme. 

 

 

FIGURE 13. 1: THEMATIC MAP OF FINDINGS FROM AN INDUCTIVE ANALYSIS OF INTERVIEWS WITH GAA APPLIED PAS 

TO EVALUATE THE IMPACT OF A PRACTITIONER DEVELOPMENT PATHWAY PROGRAMME. 

 

13.3.1 Theme 1: The practitioner development pathway programme delivered 
the desired outcomes, but can be improved 
 

It can be said that sentiment about the practitioner development pathway was on the whole 

positive - participants perceived it as innovative, robust, with a clear philosophy. Several participants 

compared the standing of PA as a discipline in the GAA to that of strength and conditioning and felt 

that while PA may be behind in terms of development, it is now better regulated in GAA than 

strength and conditioning due to the accreditation programme. They pointed to the fact that the 

Ladies Gaelic Football and Camogie Associations will now only provide grant funding to counties who 

use GAA Accredited applied PAs as evidence of the credibility and value of the programme. Thus, it 

would seem that the accreditation programme has delivered some of the desired outcomes of any 
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such programme which is to identify qualified individuals and enhance their credibility (Knapp, 

2000). 

 

The vision for this project aspired to create a CoP for GAA applied PAs which could drive 

improvements in standards of practice.  Many participants expressed the opinion that the project 

had supported the development of a community of practice, and that this was highly valued and that 

they enjoyed the interactions:  

 

“There wasn’t really a community of analysts before, and I suppose over the last maybe 
year or so [it developed], maybe through the, the workshops in Carlow, I really enjoyed 
those. I go down there …I just wanted to learn from others, and just communicate with 
others and see how others are doing. You’d be surprised what you learn from others 
doing the same role. …I think there’s a lot of learnings from that.” P11 

 

“…they’re a very good network group to share ideas and share information …the 
coaches are probably more closed they don't want to give their ideas away. Whereas the 
performance analysis group tend to be more kind of a close, closer-knit group in that 
sense, [which] is probably down to the actual programme that was brought in. It got 
them all together very quickly.” P12 

 

There was a sense that the community of practice was revitalising for practitioners in a way similar 

to that observed by De Carvalho and colleagues (2020), when they connected people in medical 

education with shared understandings and mindsets. Most CoPs are established with the intention 

to promote knowledge sharing (Hildreth and Kimble, 2004), and the data demonstrated that the 

programme and community of practice had facilitated this in various ways. There was evidence of 

several aspects of social support in this knowledge sharing. In a mix of informational and appraisal 

support (Thoits, 2011), participants spoke of the reassurance of being able to evaluate their practice 

against prescribed standards and their peers. Stories about the community’s WhatsApp group being 

used to manage file sharing for National League footage for inter-county applied PAs, or the 

provision of a ‘how to’ GDPR guide for GAA applied PAs, illustrate how the programme provided 

tangible support for knowledge sharing (Meagher-Stewart et al., 2012). There was also evidence of 

emotional support (Norris et al., 2020), where the community provided a sense of belonging and 

understanding in members that their, often lonely, experience of practice was common to others. 

These different strands of social support are evident in participant responses when asked for their 

thoughts on the accreditation programme and its impact:         
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“I wouldn’t say it changes what I want to do. I’d say it improves you, you can get good 
ideas from other people in the community, and you can learn from them, but I wouldn’t 
say it drastically changes anything you do but it does help you improve.” P9 

 

“It's good for couple of things, one for reassurance and perspective …I think it's much 
easier now to get feedback if you have thoughts and ideas, [or] source material or 
information, source videos and things like that. It's something more helpful from that 
perspective. I think it's probably good to understand that there's a strong community 
out there and that there are more [applied PAs] in the same position as myself.  …I 
worked in isolation so to understand that there's more people out there doing a similar 
job, and that there's value in the job …Obviously, it depends how you apply it, [but] 
there’s reassurance in that.” P13 

 

“the biggest thing so far is the file sharing …it’s really changed how you work…” P5 

 

“At the minute the video sharing is managed by the analysts, we ourselves have got 
every county involved …that’s all voluntarily …There’s a WhatsApp group with every 
intercounty analyst in football. We’d manage each folder and send out the link, and sort 
of police it ourselves, if you don’t submit your footage or the quality’s not good enough 
then you, then you don’t get access to it the following week. …It could be great to see 
leadership coming from, maybe Croke Park, and taking that on and hosting it on a 
platform”. P7 

 

The final quotes here highlight the tangible benefits to intercounty football practitioners who set up 

their own file sharing system which several participants reported had a significant impact on their 

workflows and workload in a week. The many references to this system within the interviews bring 

three points to light. The first is a lack of access to footage, data, and data infrastructure within GAA 

which are viewed as significant barriers to practice for applied PAs at all levels and is considered in 

more detail in Chapter 14. This file sharing system initiative highlights a second point around the 

resourcefulness and innovation of the football intercounty GAA practitioners who found a solution 

which served the group; thirdly, it shows how beneficial it can be when people work together in the 

common interest. This is a very positive outcome of the programme, however, the issue of how the 

hurling intercounty analysts access footage or how club applied PAs negotiate this process was 

largely absent from the discussion. One participant (P10) felt there wasn’t “really a place for your 

club analyst” within the accreditation system, thus the question of how well the programme serves 

club applied PAs is one that is further examined in Chapter 14. Other insights from this theme which 

may inform the next phase of the programme were the potential improvements highlighted by 

participants.  Some people thought the accreditation criteria could be clearer and the process faster, 

that it could be better promoted, and bring more tangible benefits: 
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“there probably needs to be a dedicated website… maybe just have a dedicated area to 
focus on performance analysis… [where] the GAA could advertise …the performance 
analysis pathway …and maybe just have links link to different tools that people are using 
or something like that. P12 

 

“I think there needs to be a lot of softer perks, or community stuff, which I think is all 
very good  …shared knowledge or even, one good idea could be a forum, probably a 
select channel where other analysts can talk to each other, and where you can share 
ideas …They [organisers] tried to create a forum, that probably wasn't user friendly 
enough to be… they [applied PAs] just found it easier to use WhatsApp groups” P11 

 

In summary, participant sentiment was interpreted to indicate that the practitioner development 

programme had achieved its objectives of establishing a respected accreditation process and 

nurturing a community of practitioners who were keen to share practice and learn from each other. 

However, it must be recognised that the potential selection bias of fourteen members of the 

community who came forward for this study may have been particularly satisfied with the 

programme and their perspectives may not be reflective of all members. While the data need to be 

triangulated with other evidence with this case study to achieve a broader picture of how the 

programme is perceived by GAA applied PAs, the detailed insights from participants provide a 

deeper understanding of why some members felt it has been beneficial. 

  

13.3.2 Theme 2: Applied PAs are hugely resourceful, innovative and committed 
to learning 

  
 There were many examples of GAA applied PAs going the extra mile in search of knowledge 

and innovation. The commitment kaizen, or continuous self-improvement among GAA applied PAs 

was remarkable:  

“…the third thing then was the constant learning. Even in the accreditation process I 
would have picked up a few things from other analysts, regardless of what level they're 
operating at, tricks of the trade. For me it was just trying to enjoy the process. I think the 
day you stopped learning as an analyst is the day you should be quitting because there is 
always something else. P8 

 

Many of those interviewed were providing applied PA support to teams in addition to their day job, 

a reflection of the amateur nature of the GAA. The PA practices such as managing multiple camera 

feeds real-time on games and use of highly technical and often expensive analysis tools such as 
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Tableau, R Studio, SQL server databases, SportsCode software that participants spoke about, reveal 

that GAA applied PAs are striving to replicate the PA practices seen at the highest levels of 

professional sport. Many described their self-taught journeys into PA from technology or coaching 

backgrounds and how they sought out opportunities to learn about PA from a variety of different 

sources. Only five of the 14 participants spoke about formal academic education in PA, with 

evidence that the Masters in Sports PA in IT Carlow is becoming a sought-after qualification among 

participants seeking to work full-time in the discipline. This is in line with research suggesting that a 

Masters qualification is becoming a minimum requirement for applied PAs in organisations such as 

the English Institute of Sport (Nicholls et al., 2019). Some participants commented that the GAA’s 

Introduction to PA course could benefit from being endorsed by an academic institution, an 

indication that formal academic recognition is considered desirable. Training by software companies 

was a key feature of the learning curve for several participants, similar to the findings of Ferrari 

(2017), in South Africa. Twitter was named as the primary way to keep up to date on developments 

in PA by seven participants, indicating the importance and reach of this social media platform as a 

potential communication tool for community of practice leaders. This concurs with a recent study 

which successfully used a Twitter hashtag to build resources and a community of practice for 

language teachers (Rosell-Aguilar, 2018).  Many participants cited the value of the community of 

practice WhatsApp group for learning and practical advice, for example:  

“Someone might say, do you use that technology, or what video analysis tool would you 
use? And someone would say, well, what's your budget and stuff like that, you know, 
what are you trying to achieve here or whatever. It's actually a very good group for 
people coming up …moving up the levels, trying to pick up stuff. Or people come across 
problems - they're actually resolved through the WhatsApp group as well.” P12 

 

Research is increasingly recommending that CoPs complement face-to-face offerings with a strong 

online presence (de Carvalho-Filho et al., 2020, Teigland, 2004, Wazni et al., 2021), allowing 

conversations to stay alive between meetings and informal interaction which promotes a sense of 

belonging. However, the research also notes the importance of informal face to face interaction in 

the formation stages of any community, particularly before ‘going virtual’ (Hildreth and Kimble, 

2004), and the power of such face to face interaction in increasing knowledge transfer (Schenkel and 

Teigland, 2008). Several interviewees agreed with this assessment, with one in particular expressing 

the following opinion: 

“I get as much from just being in a room with other users and talking to them, 
comparing notes and so on. You know, it's hugely important, absolutely, hugely 
important. I mean Whatsapp groups and so on are fine, but there's nothing like being in 
a room face to face with people to extracts benefit from it.” P3 
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 The picture of GAA applied PAs presented here as resourceful, innovative and committed to 

a growth mindset concurs with many of the characteristics Robertson (2020a), recently called for 

contemporary performance analysts to develop. There are also significant parallels between this 

theme and similar themes reported in Chapters 2 and 5 of this thesis. As with the previous theme, it 

may be the case that the group of GAA applied PAs who volunteered to participate in the research 

were particularly growth minded about their development in PA (Dweck, 2016), and that this may 

not be a common trait in the broader community. However, given that these characteristics are 

strongly reflected in the applied PA practitioners featured in the PA literature by various authors 

(Butterworth and Turner, 2014, Bateman and Jones, 2019, Huggan et al., 2015), and that this 

evidence concurs with the perspectives of focus group participants reported in Chapter 5, it may be 

that these are key characteristics for applied PA practice. 

 

13.3.3 Theme 3: Practitioners see value in reflecting on their philosophy, 
purpose, and practice 
 

The influence of the practitioner as a person in applied PA is becoming increasing visible, 

making critical judgements such as which data to record, how to filter and report data, what type of 

feedback is appropriate in a given context (Martin et al., 2021, Nelson and Groom, 2012, 

O'Donoghue, 2006a). Ensuring that practitioners understand how their decisions and behaviours 

impact practice is a cornerstone of most professional training and accreditation programmes in 

sports sciences, usually assessed via written submission of a philosophy of practice and reflective 

journal (BASES, 2016, ESSA, 2016). The absence of this type of professional training was apparent 

among some participants, as they spoke of how the GAA accreditation programme was the first time 

they had engaged in structured reflection on practice or considered their philosophy of practice:  

“…when you have to talk about your philosophy …like I wouldn’t have thought about a 
philosophy when I started it first until I did the accreditation thing, and actually thinking 
about why you want to do it and what you’re trying to get out of it was eh, was really 
beneficial for me going forward. You had more of an idea of what you wanted from 
what you’re doing, …what you want to get from the managers and what you want from 
the players, what are they going to benefit from.” P9 

 

“…it was challenging, it was different. You had to sit down and think about your own 
philosophy. …the reflective piece was good …again it was challenging to think about 
how you’re actually making an impact and when, and can you repeat that. …I would, 
kind of think myself, that the work we do is maybe process driven, and you just do the 
same thing, over and over again. Especially with games week-to-week.  

So, you never really take stock to see, what am I doing and is it working, so the reflective 
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piece in that was really, really good. I found it challenging to think, well what was the 
best thing I’ve done, or how impactful was it, should I do it again, and just to critique 
myself and it’s maybe something I should do more of on a personal basis. I think that 
was a really good element of it.” P7 

 

This testimony provides a significant insight in terms of the value that participants found in being 

facilitated to reflect, but also helps identify the level of support that these practitioners would need 

in order to become truly reflective practitioners. Trelfa and Telfer (2014), make the distinction 

between ‘doing’ reflective practice, executing the craft skills, and ‘being’ a reflective practitioner - 

really ‘getting’ reflective practice, which they describe as honestly questioning your behaviours and 

actions on a continual basis to develop the self-awareness required to evaluate and modify practice. 

Several practitioners demonstrated quite sophisticated levels of reflective practice and self-

awareness: 

“One of the things I actually thought to mention about the accreditation, I think is it's 
easier said than done, but self-reflection I think is a big part …with my team and with 
me, we would do self-reflection after every match, …maybe every two weeks I would sit 
down with [other analyst], we would do self-reflection on how we're progressing on and 
constantly seeking feedback from management to see what the team at the data wants. 
That's very important …we will, we'll look over last year to see where we were, where 
we are this year, and we would have made a lot of learnings. You know, correcting 
things and actually applying those learnings so you actually help people. I'm learning. 
So, self-reflection, that I think is a big thing. I could probably sound a bit corny, but I 
think it’s a main part of the process.” P8 

 

“I suppose I feel that working with elite athletes, I have found, I suppose that their 
uptake of information and appreciation is much greater than at club level. I think the 
professional environment and intercounty is something I prefer to work with, and I think 
I’m best suited to. I think the GAA is amateur, and I think it needs to stay amateur, but I 
would look at myself and the people around me as all being professional and we'll 
expect those key decision makers players and management to be similar to that, and 
now I know that we have all got day jobs and we've all got other commitments as 
well…” P13 

 

The end of the comment from participant 13 regarding the fact that he also had a day job, 

potentially explains the quality of the self-awareness demonstrated. It is clear that some GAA 

applied PAs are bringing their professional training and skills from other fields to bear on their PA 

practice, a resource which could potentially be harnessed by the programme to develop mentorship 

and peer support for reflection. Another key point made by this participant was about the nature of 

the GAA as an amateur association, with many practitioners operating on a part time basis. The 

reality in the GAA is that many of these applied PAs will never undergo professional sports science 
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training, so any support programme must recognise their needs and meet these adult learners 

where they are (Knowles et al., 2005).  

  

 Participants expressed a degree of clarity about what they saw as the purpose of PA support, 

which was to support learning in players through a variety of means (Groom et al., 2011b). They also 

concurred with the concept of being and extra set of eyes for the coach (Gesbert et al., 2016), as this 

quote illustrates:  

“I have realised looking back that, I might have made an influence there  …that gave me 
a bit of confidence, so I realised that maybe I should speak up a little bit more, I think 
you’re there for a role, you’re there to support the coach, but actually, you have a duty 
in the process to actually speak up if you see something, because at the end of the day 
you’re there and they trust you and if you can offer some sort of insight or value then, 
you know, they’ll take it on board, and in that case they did, and it made a difference.” 
P11 

 

The idea of applied PA supporting a GAA players learning journey was prevalent in the transcripts, 

however several participants described ‘telling’ players how to play. This does not sit well with the 

idea of player empowerment and autonomy. An example of this is seen in the following quote: 

“It's all about getting back to the players. It's about the management being able to 
communicate with the players. …less is more …there's a huge amount of analysis going 
on, but it's all about communicating with the players either as a group or individually 
and getting into their minds …how can we change things. How can you do things, this is 
your job, this is the game plan, this is what you're expected to do this is your opponent. 
this is how you're going to nullify him. This is how we're going to win the game.” P2 

 

The concept of guided discovery (Middlemas et al., 2018), of using video to design learning 

opportunities where the players figured out solutions for themselves, was not strongly evident in the 

narrative. Given the increasing evidence that this type of learning design using video is effective 

(Gleeson and Kelly, 2020), and may be preferred by athletes (Nelson et al., 2014), education about 

guided discovery in feedback may be appropriate for GAA applied PAs. 

13.3.4 Theme 4: Recognition, understanding and validation of the applied PA's 
role by all stakeholders is very important for practitioners 

 

It was evident that participants had a strong need to have their applied PA role understood 

and recognised by GAA coaches, players and administrators. This need for relatedness is one of the 

three basic human requirements identified in self-determination theory (Deci et al., 2017), and 

several participants named this: 
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“We all know as an analyst, it is a difficult role to play. There’s a lot of hours of work 
that goes into it, and sometimes that’s not seen, so you don’t get that recognition, 
which is sometimes what some people would like. I’m just trying to think of the 
hierarchy of needs of people and you know, there’s the recognition or self-actualisation 
of the role, that’s very motivating.” P11 

 

“I suppose I found it [accreditation programme] pure joy …it authenticated what we do, 
which, which I think was very important because it [PA] was no longer just out there. It 
has an accreditation process behind it, it gave us more credibility.” P8 

 

Relatedness in self-determination theory had also been associated with the need to belong and feel 

we ‘matter’ to others (Rigby and Ryan, 2018). It is clear from the quotes in section 13.3.1. that 

participants felt that the formation of a GAA community of practice has served their need to belong 

and they value that sense of community with their peers. According to self-determination theory, a 

second need is for competence, to feel effective or be successful (Manganelli et al., 2018). 

Accreditation programmes are generally designed to identify and add credibility to competent 

professionals in a particular field (Knapp, 2000, Adams et al., 2004), so the finding that interviewees 

felt the GAA programme had accomplished this is important, and illustrated in the following quotes: 

“It’s good to see what other people are doing really and it’s good to eventually get it 
certified, get it recognised but also you get to recognise other standards out there at all 
levels, I mean I found it advantageous all the ladies’ football and camogie teams are 
[offering PA] grants but only [for] certified practitioners.” P2 
 

“There are various levels of performance analysis accreditation, so you come in at a 
basic level of level 1, and you work up to a level 4 would be the top, the top level. I think 
we're around about 15 or 20 level 4 in the country. …That's actually quite a good process 
because what it means is the GAA are both ensuring there's a level of quality and quality 
control” P3 

 

Blomquist et al., (2018), used self-determination theory as a lens to examine the motivations for and 

benefits of project management certification. They felt that in meeting the competence need, 

accreditation not only allows practitioners to ‘look good’ which optimises extrinsic motivation, but it 

also helps them to ‘feel good’ by having their skills independently assessed, which increases their 

intrinsic motivation (Blomquist et al., 2018).  These data support the idea that the GAA accreditation 

has provided a sense of competence and accomplishment for applied PAs among their peers, 

however, several participants identified the need for increased recognition and understanding of 

what applied PAs do beyond the peer community: 

“…most people work a 9-5 hour day job as well as working with the county team. I think 
…they’re probably one of the hardest working people in the background team, but a lot 
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of the work kind of goes unseen and in certain cases it can go undervalued as well with 
the amount of time going into it.” P5 

 

“One of the things that I’m looking at, in hopefully my thesis, is the idea of the analyst 
being kind of being invisible. Like they don’t see…the players think “oh he’s the analyst”, 
they have an idea of what he does, how he puts a lot of hours into that, but they don’t 
really… I don’t think it’s fully understood.” P6 

 

“We can be the poor relations …sometimes I don't think we do a good job of promoting 
ourselves for what we are and for what we do.” P8 

 

This perceived lack of understanding and recognition among the wider GAA stakeholders 

demonstrates a frustration of practitioners’ basic need for relatedness and competence. This 

scenario where basic needs are not met has been found to lead to demotivation and poorer work 

performance (Deci et al., 2017). The sentiments expressed here by GAA applied PA echoes themes 

identified in the focus groups study with elite applied PAs (Chapter 6 and 7) where participants felt 

that applied PA was mis-understood and undervalued. Promoting a better understanding of the role 

within Gaelic Games is potentially a future direction for the programme and one which would 

enhance the satisfaction of practitioners’ basic need for recognition. The comment by participant 8 

that GAA applied PAs don’t seem to be doing a good job of promoting themselves highlights that a 

lack of value capture may be common to GAA applied PA practice also. This is perhaps not surprising 

given the principle of value capture (de Oliveira and Cortimiglia, 2017), does not seem to be a 

feature of applied PA practice in many environments.    

 

13.4 Conclusion 

In examining the contribution of this study to the thesis and broader body of knowledge, the 

findings can be said to provide an insight into the characteristics of GAA applied PAs and the 

challenges they perceive in their practice. While many GAA applied PAs are part-time, the 

commitment to kaizen they demonstrated was comparable to that of the elite professional applied 

PAs who took part in the focus group study (Chapter 5). The challenges identified by GAA 

participants were also similar to those cited by focus group participants of a discipline mis-

understood and undervalued (Chapter 6). The commonality of these findings suggests a broader 

need for a simple, clear explanation of the applied PA role, a recognition of the knowledge and 

expertise required to deliver it, and a shared understanding of the value it may bring.  The 

limitations of this study must be recognised, and these can be viewed as potential learnings and 
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future research opportunities for the PALAR research team. All interviewees were male which 

reflected the huge gender bias in the register of GAA accredited applied PAs towards male applied 

PAs. The participants were also predominantly Level 3 and 4 analysts and working with inter-county 

teams. The lack of female and club analysts in the sample means there is no insight into how the 

programme has served their needs, if at all. These interviews were conducted around two years into 

the programme and opinions may have changed since then. Finally, the perspectives of other 

stakeholders, specifically GAA administrators, coaches and players about their experience of the 

programme were not sought, and these would add a much deeper insight into the impact it may 

have had. The patterns of sentiment observed in this study provide signposts for the continued 

development of the GAA practitioner development programme. These include: considering how the 

programme can best support members to become reflective practitioners; improvements on the 

promotion of the programme and a clear understanding of what applied PAs do among the wider 

Gaelic Games community; and more frequent opportunities for face to face interaction. Programme 

leaders should also advocate for a solution to address issues with data access and infrastructure 

which seem to be so problematic for practitioners. 
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Chapter 14: Critical reflections and next steps for the 
PALAR project and practitioner development 
programme 

 

 

14.1 Introduction 

The GAA is a unique sporting and cultural organisation. Its players are not paid, however 

many aspire to, and achieve the levels of athleticism seen in professional athletes. Many GAA 

applied PAs are self-taught volunteers also striving to replicate professional PA practices. This action 

research case study came about in a bid to support these practitioners carry out robust PA practices 

which are appropriate to a GAA context. The project team set out with a vision to foster a 

philosophy of practice within the GAA PA community which would complement and enhance the 

GAA’s coaching principles and values. The previous Chapters represent a chain of evidence relating 

to the case study (Lindgreen et al., 2020), documenting the survey research which was the initial 

catalyst for the programme (Chapter 8), the evidence generated through the delivery of 

accreditation workshops (Chapters 10 and 11), and development of educational seminars, courses, 

and materials (Chapter 12), and finally the perspectives of members of the community of practice 

captured through semi-structured interviews (Chapter 13). This chapter considers what the sum of 

this evidence reveals about the accuracy of the assumptions upon which the programme was based 

and if the programme met its stated objectives. It discusses the limitations inherent in a project of 

this nature and describes the potential next steps for the practitioner development pathway 

programme. Finally, the learnings and conclusions from the project are outlined.  

 

14.2 Assumptions 

This project had two objectives through which it hoped to realise the stated vision. These 

were:  

1) to provide a quality assured register of GAA analysts to coaches and administrators;  

2)  to support the development of a community of practice for GAA analysts in line with the 
GAA ethos.  

These objectives were based on three key assumptions. This section will consider if the project 

evidence supports the accuracy of otherwise of each assumption. 



274 
 

14.2.1 Assumption 1 

In explicitly setting expected standards of practice for GAA analysts and offering recognition 
to those who met them, practices would align to these expectations. 
  

The establishment of standards of practice for GAA applied PAs which practitioners could 

use to evaluate their practice was welcomed from the outset of the project as seen in the feedback 

from the pilot programme, the interviews and the CoP seminars. The project evidence triangulates 

very clearly to a conclusion that the recognition offered by accreditation met practitioners’ need for 

relatedness, autonomy, and competence and as such provided considerable motivation for 

practitioners to meet the required standards (Ryan and Deci, 2000).  Based on application forms and 

the examples of practice demonstrated at CoP events, it seems practices have aligned to the 

expectations of good practice described in the accreditation roles. It is important to consider if these 

changes in practice would have occurred without the intervention of the programme. While some 

practitioners would have continued to improve, we believe that setting and disseminating expected 

standards afforded many more practitioners the insight to understand the gaps in their practice and 

seek to address these. On this basis we feel that this assumption was correct.  

 

14.2.2 Assumption 2 

GAA applied PAs would act as agents of change, influencing coaching ecosystems with their 
philosophy of PA empowering the holistic development of players 

  

The survey of GAA coaching practices in PA (Chapter 8) painted a picture of a rather 

reductionist approach to PA, with high prevalence of statistical information and little concern for its 

reliability. It was apparent from our reflections on the pilot programme that some practitioners were 

delivering numbers rather than needs driven analysis. Considering the evidence from accreditation 

workshops, interviews and participant application forms, we feel that the emphasis on the 

development of a philosophy of practice is very helpful in bringing the coach-analyst relationship to 

the fore. Evidence from the accreditation workshops in particular show that some analysts had not 

previously considered their role or potential impact as an advocate for holistic practice. That this is 

reflected strongly in application forms, leads us to believe that the programme is changing how 

practitioners perceive their role. However, the application forms also indicate that perceptions of 

player-centred analysis may need to be challenged, as applicants are not conveying that there is 

widespread use of guided discovery as a feedback strategy. It is through guided discovery that 

athletes can achieve the empowerment which is at the core of the GAA’s philosophy, where players 

are questioned and facilitated to explore potential solutions to a performance issue (Stone et al., 
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2021). Therefore, in evaluating this assumption, it is fair to say that many GAA applied PAs do see 

themselves as agents of change and aspire to holistic practice, but they may need additional 

education and guidance to meet the goal of delivering PA practice which helps coaches truly 

empower player development. While the time frame is too short currently to completely accept this 

assumption, there are,  however, some indications that the foundation has been laid through the 

programme to develop a community of practice of analysts who fully embrace the concept of 

facilitating player empowerment through their practice. Further examination of this is required 

through targeted, longitudinal data collection.  

 

14.2.3 Assumption 3 

GAA applied PAs would value and embrace the opportunities for recognition and learning 
presented by the practitioner development pathway 
 

Project evidence points emphatically to the fact that this assumption was correct. The 

sustained numbers applying for accreditation are a reflection that the programme is valued by 

practitioners. CoP feedback and interviews triangulate this to show the importance of the 

recognition it offered to analysts. The most recent data from the CoP, captured in relation to the 

Guide for Practice suggests that there is still a long way to go to achieve the broader understanding 

and recognition analysts desire among the wider GAA community, however, participants felt that 

the Guide would help address this deficit.  There is considerable evidence to demonstrate that GAA 

applied PAs are highly motivated to learn and improve. This is seen as a dominant theme in the 

interview study and supported by the numbers attending and participating in events, engaging with 

WhatsApp, and the constant feedback seeking additional support and guidance to improve. It is 

possible to say that assumptions 1 and 3 facilitated the programme to achieve its first objective of 

providing a quality assured register of GAA analysts to coaches and administrators. In terms of the 

second objective, a strong community of practice was established and it can be said they have a 

philosophy in line with the GAA ethos, however it is not possible to say if these practitioners are 

truly helping coaches to empower players.  
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14.4 Next steps for the practitioner development pathway 
programme 

It was envisaged that the practitioner development pathway would have been reviewed and 

renewed in the lifetime of this PhD. A report with many of the findings presented here was prepared 

for the GAA in Autumn 2019 in advance of an anticipated spring 2020 review. Changes in personnel 

in the GAA combined with the impact of Covid-19 on schedules and capacity meant this was not 

possible. In hindsight, this delay has allowed for the collection of more project data and time to 

triangulate a clearer picture of what the programme has achieved and where the gaps are in relation 

to meeting the needs of GAA PA practitioners and the needs of the organisation. This section 

outlines the next steps for the programme which are:  

1) review the current accreditation pathway and design a reaccreditation model; 

 
2) demonstrate how PA can be used to empower player development through formal 
courses and resources for GAA applied PAs and coaches; 

  
3) facilitate the development of a community of reflective practitioners. 

 

14.4.1 Review the current accreditation pathway and design a reaccreditation 

system 

The accreditation of the first cohort of analysts is due to expire in summer 2022, so the creation 

of a re-accreditation mechanism is a priority. It is important that this review does five things:  

1. Sustains the credibility of the accreditation brand   
The consistent numbers applying for accreditation and evidence from the interview study 

demonstrate that the accreditation is valued by practitioners and considered a credible 

indication of practice. In order to sustain this perceived credibility, the reaccreditation 

process should potentially allow candidates to design their own programme whereby they 

accumulate ‘reaccreditation points’ from a variety of sources such as continuing education, 

CPD or retesting (Knapp, 2000). Contributing to this would be evidence that the person is 

still practicing at the level to which they are applying to retain, and this could include an 

interview process for Level 4 applicants. Based on the evidence from the project, applicants 

would potentially benefit from mandatory attendance at a reflective practice workshop as 

part of the reaccreditation process (see section 14.4.2).  
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2. Meets the needs of all club applied PAs 
It is widely acknowledged that when needs are frustrated, people can become demotivated 

(Rigby and Ryan, 2018). The lack of club analysts who participated in the interview study and 

some of the feedback from the CoP events led us to believe that the barrier to progression 

beyond Level 2 which was inherent in the original pathway design needs to be addressed.  

Some club or third level college applied PAs are carrying out Role 3 functions but cannot 

apply for Level 3 accreditation as this is limited to those with intercounty experience. The 

design of an exemption process for accredited Level 2 analysts who can demonstrate that 

their practice meets Level 3 standards would alleviate this issue and be true to the 

philosophy of personal development and autonomy which underpins the programme.   

 

3. Provides more tangible benefits to accredited applied PAs 
While it is clear from the evidence collated that the current accreditation programme meets 

many of the needs of practitioners which enhances intrinsic motivation, this can be 

improved. Several practitioners pointed to the potential for more tangible benefits to 

accreditation, this could include exclusive access to content, events, GAA stadia, or data 

repositories. The policy in the LGFA and Camogie Associations that only teams with 

accredited applied PAs are grant aided is a significant incentive for accreditation. Extending 

this to all Gaelic Games teams would mean a considerable tangible benefit to those holding 

the accreditation.  It would also be a credible reward if an application fee is introduced when 

the accreditation model is reviewed. 

 

4. Considers the potential to build a mentor level or award into the model 
The need for a mentor programme to support practitioner development was identified as 

early as the pilot workshop in 2016 and has been a recurring theme since. The community of 

practitioners have demonstrated significant willingness to share and collaborate in their file 

sharing project, through their contributions at events and through WhatsApp. We believe 

that the potential is there for community members to embrace and contribute to a mentor 

project. Mentorship is a cited as a key source of learning for professional sports scientists 

and coaches (York et al., 2014, White et al., 2017), and is integral to many professional 

accreditations in the form of supervised experience (Fogaca et al., 2018). Building a mentor 

level into the accreditation pathway would offer recognition to those who are prepared to 

give their time to a mentoring programme, providing motivation for them to undergo some 

training. The need for practitioner mentoring may be common to the other sports science 

disciplines operating in GAA. Thus, a mentor education programme may dovetail with the 
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objectives of the broader sports science group discussed in Chapter 13 providing economies 

of scale. A formal mentoring programme may also help prevent a potential drain of 

expertise from the discipline in GAA. Many of the interview participants spoke of long hours 

and the difficulty in achieving a work-life balance, particularly as they were often delivering 

applied PA on top of a day job. This is not likely to be sustainable in the long term, thus a 

mechanism to harness the skills and experience of these practitioners to contribute in a 

much less demanding role may be both valuable and valued. 

 

5. Considers the sustainability of the accreditation model from a financial perspective 
The financial particulars of the programme are not explored in this thesis, but this will be a 

key consideration for the GAA as the programme moves into the next phase. 

 

14.4.2 Demonstrate how PA can be used to empower player development 
through formal courses and resources for GAA applied PAs  
 

The evidence in this project points to some progression in GAA PA practices towards a model 

which puts the needs of coaches and athletes at the centre. However, there seems to be a trend of 

coaches and analysts telling players what they should do, rather than facilitating them to problem 

solve which is considered more impactful in player development (O'Sullivan et al., 2021). This can be 

addressed through the formal training courses, beginning with the Introduction to PA, but needs to 

be developed in further courses, as discussed in Chapter 13. As these courses are rolled out, they 

should become mandatory for accreditation in the absence of formal academic qualifications in PA. 

Based on the slow roll out of the “Introduction to PA” course, it is critical that these courses are seen 

as core to the project and receive the full administrative backing of the GAA. The other strategy to 

demonstrate this is through resources provided such as the Guide for Practice and content at CoP 

events. Feedback from participants at accreditation workshops and previous CoP events suggest that 

these resources should be structured as ‘How to’ guides, but also contain examples of practice and 

case studies. The other key aspect to facilitating GAA analysts to adopt a guided discovery approach 

where appropriate is to encourage them to reflect on their practice (see section 14.4.3). In terms of 

creating more educational opportunities for applied PAs, it is worth considering revisiting the idea of 

offering GAA ‘approval’ for education providers to help meet the demand which exists. 
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14.4.3 Facilitate the development of a community of reflective practitioners   

It can be said that a CoP of GAA applied PAs is established and that this group can be 

characterised by a desire to learn and share good practice. Evidence from the interviews and the 

accreditation workshop feedback demonstrates that these practitioners value reflection and 

particularly opportunities for peer reflection and feedback from others. Many of the educational 

needs which were identified in Chapter 12 (Table 12.1) are the tools and supports which are known 

to enable effective reflective practice. Becoming a reflective practitioner takes time, a commitment 

to personal and professional development and often structured supports which begin at 

undergraduate education level (Kilgour et al., 2014). It is a reality that the majority of GAA applied 

PAs have not had formal academic training in PA (72% of total cohort), however some will have 

substantial professional training in other fields. Many are being introduced to the concept of 

reflective practice for the first time at the accreditation workshop, so it is vital that this opportunity 

for reflection is optimised and additional structured supports and informal opportunities for 

reflection are provided to build on this introduction. The other focus in the next phase of the project 

will be on developing opportunities which may support the development of the community as an 

entity. Evidence from interviews and from the CoP seminars highlight that the community is highly 

valued by members for the various types of support it offers. It could be argued that the community 

could have more input into the events and offerings which are organised, therefore, the appetite for 

this will addressed in the next phase of the project. Four areas for action are proposed: 

1. Explore a structure to empower the CoP members to take more ownership of the community 
The community have shown themselves to be hugely resourceful and innovative through 

their file sharing activity and responses to the myriad of feedback collected. While the 

community grew organically, the project team recognise the potential to facilitate further 

growth and harness the innovation of the community to come up with new ways to support 

their learning. In other CoPs, infrastructure for this type of development is achieved through 

a CoP Charter which creates an operational framework for the CoP (Vestal and Lopez, 2004). 

It may be possible to establish a group of accredited GAA applied PAs to explore the 

parameters of a potential charter and how it could serve the needs of the CoP. 

 

2. Ensure the accreditation workshop provides a solid beginning to the reflective journey  
At the point of submission in December 2021, there is a high probability that the 2022 

accreditation workshops will be delivered online again. It was concluded that the online 

format adopted did not create the same quality of learning outcome in relation to reflection, 

compared with the face-to-face workshop. Based on these critical reflections on the 2021 
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format, the online delivery needs to be amended, to potentially include a short reflective 

questionnaire to be completed in advance of the workshop which would prompt 

participants to describe an applicable incident which occurred in the course of their practice 

(Rhodius and Huntley, 2014). Participants would use the information about the event in the 

workshop, individually and in pairs to unpick the event circumstances and their decision 

making supported by a series of prompt questions. The participant numbers would also be 

capped to ensure adequate opportunity for facilitators to interact with/probe participants. 

   

3. Create a structured reflective journey for practitioners beyond initial accreditation  
Researchers have reported that when reflective accounts are used for assessment, they can 

mitigate against honesty, freedom of expression and real learning from experience (Trelfa 

and Telfer, 2014). There is therefore a need to consider the promotion of reflective practice 

as a learning tool, rather than just for assessment. Given the lack of formal professional 

practitioner training evident in the cohort, it is important to emphasise the basic skills of 

how to apply a step-by-step approach to reflecting on a particular scenario (Kilgour et al., 

2014). The other vital aspect to this is creating opportunities for supported reflection, 

particularly through interaction with peers. Reflecting on what we know about the 

community and their needs, a dual strategy is suggested to nurture reflective practitioners. 

The first aspect is a mentorship programme, as discussed previously. The second aspect 

would be to design reflective practice workshops which can form a mandatory part of 

reaccreditation but is open to all accredited analysts. Workshops would be pitched at two 

levels, for analysts accredited at either Level 1 and 2, or Levels 3 and 4, which would meet 

the need identified through various feedback mechanisms to tailor content to the level at 

which people are operating. In designing the reaccreditation model, it may be a requirement 

that applicants have participated in one or two such workshops over a five-year period. This 

may be an opportunity to bring mentors together with mentees and would concentrate on 

the craft of reflective practice.  
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4. Design informal opportunities for peer interaction, reflection and learning 
The evidence from CoP events, interviews and the accreditation workshops indicate the 

value participants gained from peer interaction, much of it about how the interaction 

prompted reflection and learning. This points to the need for more frequent CoP events, 

potentially smaller, and a mix of face-to-face and online events. Such events could take place 

on a regional basis using Keith Lyons’ concept of an “unmeeting”, held in a public place, 

where two people could arrange to meet, no one else is obliged to come and there is no 

agenda (Lyons, 2018). Future CoP events should also include voices from outside the 

community, coaches, athletes and applied PAs from other sports. There is also a need for 

easy communication channels for frequent contact with the community. It is clear from 

feedback at the CoP events and the interviews that the Twitter and the CoP WhatsApp group 

fulfils this brief, however this could be complemented by a Wiki which could archive 

informative Twitter or WhatsApp threads for newer group members.  

 

 

14.4 Limitations 

Zuber-Skerritt and Fletcher (2015), acknowledged that it can be very difficult to write up an 

action research project as the thesis is always an abridged version of events. It is hoped that despite 

omitting many of the details, detours and debates in favour of a clearer narrative, the reader is 

provided with enough of an understanding of the project to make an informed judgement on its 

contribution to our understanding of PA practice. In making these judgements, I again acknowledge 

my bias as a potential limitation to the research and highlight how I have relied on the project team 

and my PhD supervisor to challenge my understanding of the findings reported in this thesis.  

 

The most difficult aspect of action research is making decisions about how time is best 

invested, for example, which methodologies are most pragmatic to allow the project to progress. For 

instance, the decisions not to systematically analyse the post-it feedback from all of the 

accreditation workshops or the accreditation application forms, were taken as a trade-off between 

moving on to design the educational supports we knew were so urgently needed. These decisions 

were balanced by the fact that as a project team, we had confidence in the critical reflection 

processes that we had put in place to review the accreditation workshop feedback and the 

applications annually, as part of programme delivery. Time and circumstances are always a limiting 

issue in research of this nature.  
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Finally, it would have been very valuable to interview our GAA partners, GAA administrators, 

coaches and players to consider the broader impact of the programme, however this would have 

required a separate research group similar to the study presented in Chapter 13, and it was not 

possible to co-ordinate this in the time frame required. However, this is something that will be 

explored in the next phase of work. 

 

14.5 Learnings and conclusion 

The collaborative PALAR process facilitated the co-design of a programme that met many of 

the needs of GAA applied PAs and of the GAA’s Coaching and Games Development Department, to 

deliver a practitioner development pathway programme. The decisions which underpinned the 

cycles of action were grounded in a robust process of critical reflection which allowed the project 

team triangulate evidence to test assumptions. The GAA is not a typical sporting organisation, and 

this was not a typical cohort of applied PA, so it is not possible to say if this action research template 

would work in other sporting bodies. The perspectives of applied PAs captured in the course of this 

research about their experiences of the programme however, relate very strongly to the needs 

expressed by professional applied PAs who were participants in the focus group study reported in 

Chapters 5 and 6. Thus, some general learnings may be applicable. At the very least, the parallels 

between the two groups are important to note. A striking resemblance between the groups was in 

their appetite to learn and their commitment to their role. In terms of needs, both GAA and the 

professional applied PAs identified the need for guidance on practice and the establishment of 

robust standards of practice, the need for mentors and a peer network, ideally in a community of 

practice, and the need for stakeholders to better understand and value their work. The similarity 

between the findings of these studies suggested that the characteristics and needs identified may be 

common to many more applied PAs. It is clear that the practitioner development pathway 

programme met several of the GAA applied PAs’ needs, specifically establishing standards of practice 

through accreditation, creating a community of practitioners, and delivering a guide for practice. It is 

also evident that GAA practitioners valued the personal recognition the programme afforded them. 

Thus, it can be concluded that in this context, accreditation was an effective vehicle to co-create 

value for practitioners and the GAA who are now in a position to supply a list of quality assured 

analysts to administrators and have a degree of trust in the standards of PA practice expected from 

these practitioners.  
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Chapter 15: Discussion and Conclusions 
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15.1. Discussion 

Technology has transformed sports performance ecosystems in the last twenty years. The 

interface between technology and the performance team is often embodied by an applied PA. This 

thesis addresses the considerable gap in our knowledge about how their role facilitates this process. 

The overarching aim was to understand professional practice in applied PA and to explore how best 

to support these practitioners in their professional development. Four research objectives were 

originally identified, and these were achieved through an iterative approach where the different 

elements of the concurrent research programme informed each other.  

 

The first objective - conduct a systematic review of literature relating to the components and 

expertise required for applied PA practice -generated a research synthesis through a framework 

analysis approach (chapter 2), that informed the initial design of an accreditation model (chapter 

10), and educational material for applied PAs working within the GAA (Chapter 12). The second and 

third objectives - validate a framework for professional practice in applied PA (chapter 3); and 

capture applied PAs’ experiences and perspectives of their role (chapters 5 and 6), - were achieved 

through a combination of survey and focus group methodologies. A participatory action research 

approach was adopted to meet the final objective which was to develop and evaluate a practitioner 

development pathway for GAA analysts (chapters 7-14), the need for which informed by a survey 

study with Irish coaches (chapter 8). The research design which allowed the action research to run 

concurrent to the other studies facilitated an iterative learning journey and a coherence to the 

argument which developed. The early insight gained into the needs of GAA practitioners through 

action research facilitated a deeper analysis and understanding of the perspectives expressed by the 

professional applied PAs in later research. The concepts and ideas generated from the professional 

analysts’ data were used to inform the next steps in the GAA practitioner development pathway 

programme as it moves into a new phase. 

 

15.2 Conceptual Model to Interpret Thesis Findings  

Several questions guided the research: 1) what are the common functions of applied PAs; 2) 

which relationships are key to effective practice; 3) what expertise is required for practice and how 

is that acquired; 4) what would a professional development pathway for practitioners comprise; 5) 

what supports do practitioners need for professional development? In answering these questions, 
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three overarching concepts emerged consistently. The first concept is people.  This thesis brings the 

practitioner as a person to the fore, addressing the first research question by explicitly identifying 

the processes they drive and the judgements they make in their professional practice. The answers 

to the second and third research questions highlight the professionalism - of applied PAs in 

managing a web of relationships with important people (Figure 5.2), through their contextual 

intelligence, relationship management and professional behaviours. Professionalism is the second 

concept. Questions four and five could be rephrased to ask what is professionalism in applied PA and 

how can people achieve it? The thesis finds that professionalism in applied PA is the expertise and 

professional behaviours required to allow a practitioner to be embedded within a performance 

ecosystem. This expertise is multi-faceted, comprising expertise in PA, the specific sport in question, 

technology, and pedagogy. Professional behaviours are a similarly complex construct which can 

include contextual intelligence and relationship building and management, along with self-

management. It can be said that applied PAs as people, and their professionalism, are key to the 

effective integration of PA within a performance ecosystem. This introduces the third concept of 

value which was woven through the thesis. It seems that judgement on what constitutes the 

‘effective integration’ of PA within a performance ecosystem means different things to different 

stakeholders: value is in the eye of the beholder, and in applied PA, value seems to be co-created. 

This conceptual model facilitated the analysis, interpretation and connection of the principal ideas of 

this thesis. It will be used to guide the candidate’s research journey, post-thesis, and is further 

explicated here. The concept of people extends beyond the applied PA to consider their professional 

relationships, their sources of professional support. In line with the critical realist approach adopted 

in this thesis, this research sought to identify not only the functions people carry out, but what made 

them thrive within the performance ecosystem (Ryan et al., 2012).  This thesis has utilised self-

determination theory as a lens to interpret the perspectives of applied PAs and describe the 

phenomena identified. It is well established that employees report maximum levels of intrinsic 

motivation and job satisfaction when their basic needs for autonomy, competence and relatedness 

are met (Manganelli et al., 2018). This theory is hugely significant for applied PA in two ways. 

Evidence in this thesis suggests that many practitioners are not having their basic needs met, which 

may impact their desire to stay in the profession, or their motivation to act with the professionalism 

required to deliver value within the ecosystem. The second application of self-determination theory 

is its potential use by applied PAs to consider if they are meeting the needs of their stakeholders, 

and if they are helping coaches meet the needs of athletes for autonomy, competence, and 

relatedness. It is in this application of self-determination theory where people and value intersect. 

Applied PAs often articulated their aspiration to add value and contribute to successful performance, 



286 
 

but they rarely described how they captured the value which their service does (or does not) create. 

The comprehensive body of literature about the concept of value within service ecosystems tells us 

that value is always co-created and perceived differently by varying actors (Vargo et al., 2017). Thus, 

stakeholders’ perception of their needs being met is a critical factor in how individual practitioners 

are valued and indeed how applied PA as a profession is valued.  The nature and future of applied PA 

as a profession which is discussed later, can be distinguished from the concept of acting with 

professionalism described as the "the conduct, aims, or qualities that characterise or mark a 

profession or a professional person" (Merriam-Webster Dictionary, 2021). One of the key behaviours 

associated with professionalism is reflective practice, and without reflection it is not possible to 

consider if value has been added to a performance ecosystem. Professionalism as a concept is 

interwoven with people and value. Applied PAs as people co-create value through the 

professionalism of their actions and behaviours; stakeholders as people perceive the value that has 

been co-created through the professionalism of the practitioner. In considering the entirety of this 

programme of study, the prominence of these three concepts became very clear.  

 

15.3 Originality of this research 

The novel contribution of this research can be summarised in three areas: 1) it provides a first 

conceptualisation and definition of the role and practice of an applied PA and delineates this role 

from others not embedded within performance ecosystems; 2) it is the first comprehensive 

discussion of applied PA as a profession, focusing on the potential challenges and opportunities it 

faces; 3) it is the first report exploring how action research can support the development of an 

applied PA CoP and accreditation process, through a practitioner development pathway. 

1) It was concluded that the lack of conceptual clarity around applied PAs and their role posed 

a significant barrier to day-to-day practice and frustrated their need for professional 

recognition. A definition for the role of an applied PA was proposed incorporating the ‘Why’, 

‘What’ and ‘How’ of value co-creation in applied PA practice. The role was delineated from 

others in PA based on the distinct purpose and the balance of skills required to function 

within a performance ecosystem. This research strongly suggests that there are specific 

characteristics and skills required to ‘fit in’ and become an embedded practitioner in these 

highly pressured and political sports environments. These skills and behaviours - identified 

here for the first time as the five areas of expertise which underpin practice - include a 

grounding in pedagogy as a key component of PA knowledge. A key contribution of the 

research is the design and validation of a framework for professional practice in applied PAs 
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detailing the minutia of the role with a level of granularity that lends itself for use by 

educators, novice and experienced analysts and executives in sporting organisations to 

consider PA practices. The decision to depart from academic norms and present this 

framework for publication as a lighthouse analogy to support easier understanding, is 

potentially a contribution in its own right. The Twitter reaction to the graphic on publication 

in July 2021 prompted publishers Taylor and Francis to make the paper open access for one 

month and by December 2021 it was ranked as the 21st ‘most read’ paper ever published in 

the International Journal of Performance Analysis in Sport, after only 5 months. This 

indicates the appetite for research considering professional practice in PA, but also the need 

to make research more assessable and easier to understand for a practitioner audience.  

 

2) In spite of the growing number of jobs in applied PA, this is the first description of applied PA 

as a profession. The perspectives of elite applied PAs paint a picture of a profession which is 

often misunderstood with weak professional identity, linked to the absence of conceptual 

basis for, and shared understanding of the role. The reported consequences in some cases of 

this misunderstood profession are undervalued professionals working with poor pay and 

conditions and with limited opportunities for validation. The research suggests this may be 

addressed in two ways:  

 

a) through individual practitioners and PA departments implementing effective value 

capture processes that result in increased awareness of the value applied PA adds within 

performance ecosystems;  

 

b) through the efforts of collective applied PAs to create a shared understanding of practice 

and a shared professional identity around which industry regulation, accreditation, 

pathways, and CoPs can be built.  

 

The foundation of any profession is the distinction of a particular group of actors from 

others by their specific knowledge and expertise. It may be the case that a shared 

understanding of practice can only be achieved by separating this group of embedded 

applied PAs, with their purpose of contributing to the sports performance success of a 

specific athlete, team, or club, from the wider PA umbrella (Figure 6.2). This research is the 

first to define the various roles which can be said to fall under a wider PA umbrella, of which 

applied PAs are one. Conceptual clarity around a single group of applied PA practitioners 

would allow for the formation of a clear and shared professional identity along with 
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education and CPD designed to support their development needs. It would also enable the 

development of ethical principles to guide professional practice and the development of 

industry standards and regulation. In considering professional practice, this study has 

demonstrated for the first time that this can be viewed as embedded service provision 

where the applied PA or PA department provide a service to other stakeholders in the 

performance ecosystem in a similar fashion to a company accountant or finance 

department. This is potentially a very useful lens for individual practitioners or the collective 

profession to consider as it allows them tap into decades of research on how to co-create 

and capture value in service ecosystems (de Oliveira and Cortimiglia, 2017), and also how to 

create and market the value proposition for their offering (Vargo et al., 2017). 

3) The research-practice divide in sports science is deepening and this research answered the 

call for a different approach to knowledge generation (Bishop, 2008). The use of a 

participatory action research and action learning approach in this study was novel in the PA 

literature and provides an example of how impactful programmes of action can be 

underpinned with appropriate, robust methodologies. Despite being bespoke to the very 

unique sporting organisation that is the GAA, the processes, challenges, and resources for 

designing and establishing a practitioner development pathway and CoP documented in this 

study are a valuable contribution as a reference point and template for others embarking on 

similar projects. The knowledge generated through the case study revealed the needs of a 

unique group of applied PA practitioners and the ways in which the practitioner 

development pathway met some of these needs. The fact that the needs of GAA 

practitioners aligned so closely with those highlighted by elite, international professional 

applied PAs reinforces the suggestion that there is a common need within applied PA in 

general: to develop guidance on practice; establish robust standards of practice; to provide 

mentorship and a peer network, ideally in a community of practice; and to better 

communicate the value applied PA can add to a performance ecosystem. The final 

contribution from the case study was evidence of the power of a CoP in applied PA as a 

vehicle for informal knowledge transfer through peer and social learning, a finding which 

may inspire and inform the establishment of similar groups. 

 

 



289 
 

15.4 Limitations 

It is important to acknowledge the various limitations of this research. In setting the search 

criteria for the systematic review, the exclusion of non-English studies may have influenced the 

overall findings, potentially omitting culturally significant aspects of applied PA practice. There was 

also a disproportional weight of UK publications in the sample. Through the validation process, it 

was identified that the framework for professional practice is most reflective of practice in particular 

geographical regions where the applied performance analyst is understood to be fully embedded 

within the performance ecosystem, rather than a technician supplying data with little other input. A 

broader evaluation of the global application of this framework is thus required.  

 

The lack of female representation in the research is a limitation which runs from the 

literature in the systematic review where only 10% of first authors were female, to the validation 

study where only 25% of participants were female, and the GAA case study where one female 

applied PA gave feedback on the Guide for Practice and none participated in the interview study. 

While gender balance in this research was seen as a priority, the figures are indicative of the lack of 

female practitioners in the profession.  

 

The adoption of a critical realist approach to interrogating and interpreting evidence within 

Braun and Clarke’s (2006), reflexive thematic analysis structure meant that the role of the researcher 

in making judgements to generate some themes and not others was very transparent. The life 

experience I brought to the evidence enhanced the insights and inferences, however, if 

unchallenged, my bias also posed a constant potential limitation to the research. Strategies were in 

place at all stages of this research to mitigate against unchallenged interpretations, through 

meetings to discuss and agree themes or reflection outcomes with the thesis supervisor and other 

collaborators, particularly the GAA project team. 
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15.5 Personal reflection 

In compiling the appendices for this thesis, I revisited the proposal I made to the GAA in May 

2016 where I outlined my motivations for wanting to undertake the project. I wrote: 

“I am focusing on my personal and professional development and transitioning from 

being an applied practitioner to becoming a researcher and educator, applying my 

knowledge to developing more effective systems and pathways for the current and next 

generation of practitioners.”  

At that time, I was not aware of the difficult journey ahead to gaining the confidence to see myself 

as a competent researcher. One of the most challenging aspects of this journey was taking 

ownership of the influence of my bias on the research process. As an empirically trained biochemist, 

bias was something I understood needed to be minimised at all costs. Within the world of social 

science, where this research resides, it needed to be named, harnessed for the understanding and 

insight it could provide, but called out and challenged constantly. I now understand that I am not 

presenting some universal truth, but my best interpretation of the evidence I collected, which I hope 

manages to remain faithful to the perspectives of study participants. I also hope my interpretations 

will be challenged and made better again through the contributions of others. I found achieving the 

balance between the activity phases of research; collecting data, making things happen, and the 

reflection phase; the systematic analysis and writing processes, very difficult, particularly in the 

action research process. As someone immersed in the CoP, it was difficult to ignore members' needs 

that needed to be addressed in order to write up an academic paper or this thesis. However, having 

completed the deeper analysis required by the rigour of the scientific process, I believe the 

programme will benefit in the longer term from a much more nuanced understanding of members’ 

needs, based on five years’ data. In writing this thesis, at times I have wondered if the people 

involved in the project would actually recognise the case study, such is the difference in academic 

language of this these and the vernacular of the project, where people are partners and peers, not 

subjects, participants or samples. Another challenge within the action research project was ensuring 

that the programme met the very different needs of the stakeholders, the GAA as an association, the 

analysts, and the members of the GAA performance ecosystem, the coaches, players, and others. In 

retrospect, my efforts to do this were based on the conceptual framework of people, value, and 

professionalism – which I had not realised I had adopted: my professionalism led me to identify the 

needs of each group of people and design a programme which would bring each group perceived 

value.  I feel that the recognition of this conceptual framework through the reflective process of 

writing this thesis will help clarify the design and execution of my future research endeavours.  
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15.6 Future Directions 

This research potentially provokes as many questions as it answers, therefore there are 

many avenues for future research. This thesis provides a valid framework for professional practice, 

but we need to understand the geographical reach of this understanding of PA as a value co-creation 

process. The definition and conceptual basis for the role proposed here should be tested, ideally in a 

way which might produce a consensus statement on what this job entails. A collective understanding 

of this role would be required to enable applied PAs develop the characteristics of a profession and a 

shared identity. The findings compel us to consider in much greater depth how learning occurs 

within applied PA and what pedagogical training is appropriate to equip applied PAs to practice 

optimally. Based on the reports of undervalued practitioners and a misunderstood profession, a 

multi-institutional research project in applied PA, similar to the sports psychology project: “A mixed 

methods exploration of career satisfaction, engagement, and self-care among applied sport 

psychology practitioners,” (McCormack et al., 2015), could provide further and deeper 

understanding of the experiences of practitioners. Future work should endeavour to complete a 

more focused analysis of the professional development needs of applied PA practitioners and ideally 

help inform strategies to implement career development supports for these professionals. While 

interpersonal skills had previously been implicit within applied PA textbooks and literature, their 

identification here as fundamental to professional practice should be a catalyst to further 

exploration of the social intricacies of the role. A priority area for further research is the concept of 

value capture by individual practitioners who are embedded within performance ecosystems, 

considering how this can be done efficiently and robustly.  Capturing value is closely linked to the 

capacity to reflect on practice and identify where value has been added. Research connecting these 

two concepts through a professional development intervention which facilitates reflection may help 

provide guidance on what strategies could work for applied PAs in various environments and may be 

particularly interesting within the GAA’s amateur environment. It would also be of interest to 

examine how the profession is viewed and valued by other stakeholders within the performance 

ecosystem. The PALAR approach applied within the GAA could potentially be leveraged for the 

professional development of applied PAs within other sports, taking their individual culture into 

account. 
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15.7 Final conclusion 

This thesis brings the applied PA practitioner as a person to the fore, a significant departure 

from previous conceptualisations of applied PA in literature, where the practitioner was largely 

invisible, and their role undefined. This research offers a conceptualisation of applied PA practice 

which is a first step in developing a much more nuanced understanding of this role, providing a 

platform to generate debate, collaboration, and community engagement among applied PAs. The 

generous response of so many practitioners and academics to contribute to this research and the 

development of the GAA community of practice demonstrated that when given an opportunity to 

engage and contribute, applied PAs embraced the opportunity to be supported and to support each 

other. There is significant potential to harness this energy and the enthusiasm for learning and 

innovation which was evidence across the cohorts of applied PAs in this research to develop a 

thriving profession. It would be hugely beneficial for applied PA practitioners to have a shared 

understanding of how they fit and add value within the performance ecosystem now, so that in this 

era of digital transformation, the profession can evolve with technology and find new ways to co-

create value. 
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Appendix 3.1: Data from focus group participant survey for validation 
of the draft framework for professional practice in applied PA 
 

20 / 22 participants completed the survey in advance of the five focus group sessions. 

 

Participants were asked to complete a survey checklist of how frequently they engage with the 

processes and components of practice, and an opportunity to leave comments about each 

component of practice. 

As a guide to completing the frequency of engagement with tasks, the following definitions were 

used: often = once a week or more; sometimes = once a month; rarely = less than once a month. 

  

Frequency to carry out process Often Sometimes Rarely Never 

Engaging a Role Processes  [Build appropriate domain and technical 

expertise, experience, and scientific training] 
14 4 2 0 

Engaging a Role Processes  [Build appropriate knowledge and expertise 

within the specific sport] 
15 5 0 0 

Engaging a Role Processes  [Evaluate your skill set and consider how gaps 

in expertise can be addressed] 
12 6 2 0 

Engaging a Role Processes  [Consider if your personal qualities are 

matched to the vocational nature of the role and how to articulate this] 
6 11 3 0 

Engaging a Role Processes  [Consider your philosophy of practice - 

advocate for best practice] 
12 7 1 0 

Engaging a Role Processes  [Build a professional network of analysts and 

coaches] 
13 6 1 0 

Engaging a Role Processes  [Seek professional accreditation and a 

community of practice] 
5 11 3 1 

Engaging a Role Processes  [Research the context, culture and 

environment of the organisation and people] 
13 4 2 1 

Engaging a Role Processes  [Meet and build rapport with the key 

stakeholders in the organisation] 
13 6 1 0 

Engaging a Role Processes  [Meet and build rapport with the coaching 

staff and multi-disciplinary team] 
17 3 0 0 

Engaging a Role Processes  [Define and agree the role of the analyst and 

establish reporting relationships] 
8 8 4 0 

Frequency to carry out process Often Sometimes Rarely Never 

NEEDS ANALYSIS SECTION [Assess analyst's / analyst team's capacity & 

capability to deliver a PA service] 
11 7 2 0 
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NEEDS ANALYSIS SECTION [Assess the demands of the competition 

schedule] 
15 3 1 1 

NEEDS ANALYSIS SECTION [Determine the available resources, for 

example budget, equipment & internet connectivity] 
14 5 1 0 

NEEDS ANALYSIS SECTION [Evaluate the current body of knowledge in 

the sport (academic / coaching literature, blogs etc)] 
6 10 4 0 

NEEDS ANALYSIS SECTION [Design a strategy to capture the needs of key 

stakeholders] 
8 10 2 0 

NEEDS ANALYSIS SECTION [Capture the needs of the coach & coaching 

team] 
15 5 0 0 

NEEDS ANALYSIS SECTION [Capture the needs and preferences of 

athletes] 
13 5 2 0 

NEEDS ANALYSIS SECTION [Capture the needs and ideas of the multi-

disciplinary team] 
9 9 2 0 

NEEDS ANALYSIS SECTION [Collaborate with the coaching team to define 

the performance question or issue] 
13 5 2 0 

NEEDS ANALYSIS SECTION [Consider if a research project should be 

conducted in tandem with the work package] 
5 9 3 3 

Frequency to carry out process Often Sometimes Rarely Never 

SERVICE PLANNING SECTION [Consider the impact of the coach's 

philosophy and leadership style on the service delivery plan] 
13 7 0 0 

SERVICE PLANNING SECTION [Decide on a model of service delivery 

(project based / on-going; in-house / external delivery)] 
12 8 0 0 

SERVICE PLANNING SECTION [Negotiate and agree aims and a plan for 

service delivery and how it will be evaluated] 
6 11 3 0 

Frequency to carry out process Often Sometimes Rarely Never 

SYSTEM REQUIREMENTS SECTION [Translate needs analysis into system 

brief] 
7 9 2 2 

SYSTEM REQUIREMENTS SECTION [Agree System Parameters - 

personnel, variables, time-frames, budget] 
10 9 1 0 

SYSTEM REQUIREMENTS SECTION [Consider ecological dynamics and 

measuring 'intangibles'] 
9 5 4 2 

SYSTEM REQUIREMENTS SECTION [Establish what to measure & test 

valid operational definitions for variables] 
10 9 1 0 

SYSTEM REQUIREMENTS SECTION [Research all potential technical 

solutions - consider non domain solutions] 
8 8 4 0 

SYSTEM REQUIREMENTS SECTION [Seek specialist expertise if required] 11 7 1 1 

SYSTEM REQUIREMENTS SECTION [Seek ethical approval and consent if a 

research project is incorporated in the work] 
8 2 9 1 

Frequency to carry out process Often Sometimes Rarely Never 
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SYSTEM DESIGN IMPLEMENTATION & TESTING SECTION [Test & select 

most appropriate tools - software and hardware] 
9 8 3 0 

SYSTEM DESIGN IMPLEMENTATION & TESTING SECTION [Collaborate 

with coaches / MDT to design system prototype] 
6 8 6 0 

SYSTEM DESIGN IMPLEMENTATION & TESTING SECTION [Conduct a 

technical pilot of the system] 
8 5 7 0 

SYSTEM DESIGN IMPLEMENTATION & TESTING SECTION [Conduct a 

usability study considering athlete experience] 
2 7 5 6 

SYSTEM DESIGN IMPLEMENTATION & TESTING SECTION [Collaborate 

with coaches to agree strategy for reporting and feedback] 
16 1 2 1 

SYSTEM DESIGN IMPLEMENTATION & TESTING SECTION [Devise data 

management strategy and related infrastructure] 
10 6 3 1 

Frequency to carry out process Often Sometimes Rarely Never 

Data Management Processes [Build performance databases which can 

be effectively mined] 
6 10 4 0 

Data Management Processes [Create and operate real-time data sharing 

networks] 
5 5 6 4 

Data Management Processes [Design infrastructure to integrate multiple 

data sources] 
3 9 5 3 

Data Management Processes [Develop / use consistent operating 

procedures for data handling and archiving (file naming protocol etc)] 
11 4 4 1 

Data Management Processes [Manage access to and sharing of data] 13 5 1 1 

Data Management Processes [Manage multiple video formats] 12 5 3 0 

Data Management Processes [Protect sensitive data] 12 5 1 2 

Data Management Processes [Store and archive data] 14 3 2 1 

Frequency to carry out process Often Sometimes Rarely Never 

Data Collection - PREPARATION PHASE [Undergo system training] 9 6 3 2 

Data Collection - PREPARATION PHASE [Obtain permission to collect 

data] 
5 6 7 2 

Data Collection - PREPARATION PHASE [Collaborate with other 

professionals to source data / enable data collection] 
7 10 2 1 

Data Collection - PREPARATION PHASE [Create a protocol for data 

collection] 
10 7 2 1 

Data Collection - PREPARATION PHASE [Interact with athletes for data 

collection] 
3 11 4 2 

Data Collection - PREPARATION PHASE [Train & prepare coaches to 

collect data] 
4 6 4 6 

Data Collection - PREPARATION PHASE [Prepare equipment] 12 4 4 0 

Data Collection - PREPARATION PHASE [Adapt to context & logistics 'on 

location'] 
14 3 3 0 



315 
 

Frequency to carry out process Often Sometimes Rarely Never 

Data Collection - EXECUTION PHASE [Engage with external analysis 

providers to obtain data] 
10 5 3 2 

Data Collection - EXECUTION PHASE [Systematically observe and record] 16 3 1 0 

Data Collection - EXECUTION PHASE [Judge what data to record] 15 5 0 0 

Data Collection - EXECUTION PHASE [Mine public data sources 

(opponent team lists etc)] 
13 4 2 1 

Data Collection - EXECUTION PHASE [Operate data collection technology, 

equipment & systems] 
17 1 2 0 

Data Collection - EXECUTION PHASE [Film Performance] 11 2 4 3 

Frequency to carry out process Often Sometimes Rarely Never 

Data Collection - RELIABILITY PHASE [Check & Recode data] 8 10 1 1 

Data Collection - RELIABILITY PHASE [Select appropriate statistical test / 

protocol] 
1 10 5 4 

Data Collection - RELIABILITY PHASE [Interpret and evaluate reliability 

tests] 
2 11 5 2 

Frequency to carry out process Often Sometimes Rarely Never 

Analysis Processes [Select and test appropriate statistical tests and 

techniques] 
2 7 7 4 

Analysis Processes [Formulate standard operating protocol for the 

analysis workflow] 
11 8 1 0 

Analysis Processes [Manage timelines for the delivery of analysis 

outputs] 
17 2 1 0 

Analysis Processes [Clean, sort and organise data from multiple sources] 7 9 1 3 

Analysis Processes [Mine own & third party databases to extract and 

compare data] 
6 3 5 6 

Analysis Processes [Interrogate and interpret data] 15 4 1 0 

Analysis Processes [Identify trends and insights using descriptive or 

complex performance tools] 
12 6 2 0 

Analysis Processes [Consider the stability of the data] 8 10 2 0 

Analysis Processes [Provide real-time analysis outputs to coaches] 14 3 1 2 

Analysis Processes [Create performance profiles] 8 7 3 1 

Analysis Processes [Filter and prepare content for analysis by coaches 

and athletes] 11 3 0 0 

Frequency to carry out process Often Sometimes Rarely Never 

Reporting to the Coach Processes [Merge multiple data sources and distil 

data to manageable volume] 
12 6 2 0 

Reporting to the Coach Processes [Create effective data visualisations 

and reports using simple or complex tools to illustrate trends] 
14 6 0 0 
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Reporting to the Coach Processes [Translate data into performance 

insights narrative if requested] 
15 5 0 0 

Reporting to the Coach Processes [Facilitate delivery of live data to 

coaching team] 
12 2 4 2 

Reporting to the Coach Processes [Teach coaches to use analysis tools] 8 7 4 1 

Reporting to the Coach Processes [Prioritise and facilitate a coach review 

meeting to reflect, discuss and co-analyse data] 
10 6 4 0 

Reporting to the Coach Processes [Ensure coaches understand the data 

provided] 
14 6 0 0 

Reporting to the Coach Processes [Ensure access to larger databases 

which can be referred to answer coach's queries] 
5 7 6 2 

Reporting to the Coach Processes [Consider when, where and how to 

challenge coach's assumptions & biases] 
10 10 0 0 

Reporting to the Coach Processes [Assist coach to build and articulate 

game and training strategy] 
11 7 1 1 

Reporting to the Coach Processes [Agree strategy and content for the 

facilitation of feedback to athletes] 
14 6 0 0 

Frequency to carry out process Often Sometimes Rarely Never 

Facilitation of Feedback - PLANNING & CONTEXTUAL ASSESSMENT OF 

FEEDBACK ENVIRONMENT section [Consider best practice in the athlete 

experience of feedback - volume, timing, frequency, accessibility, 

empowerment, criticism] 

13 7 0 0 

Facilitation of Feedback - PLANNING & CONTEXTUAL ASSESSMENT OF 

FEEDBACK ENVIRONMENT section [Collaborate with performance 

psychologist if available] 

3 7 3 7 

Facilitation of Feedback - PLANNING & CONTEXTUAL ASSESSMENT OF 

FEEDBACK ENVIRONMENT section [Build trust and rapport with athletes 

through presence and small deeds] 

15 2 2 1 

Facilitation of Feedback - PLANNING & CONTEXTUAL ASSESSMENT OF 

FEEDBACK ENVIRONMENT section [Consider social and emotional needs 

of each athlete] 

10 5 5 0 

Facilitation of Feedback - PLANNING & CONTEXTUAL ASSESSMENT OF 

FEEDBACK ENVIRONMENT section [Consider the impact of results and 

schedule on levels of mental fatigue individually and collectively] 

12 4 4 0 

Facilitation of Feedback - PLANNING & CONTEXTUAL ASSESSMENT OF 

FEEDBACK ENVIRONMENT section [Consider the coach's leadership style 

and philosophy of feedback] 

16 3 1 0 

Facilitation of Feedback - PLANNING & CONTEXTUAL ASSESSMENT OF 

FEEDBACK ENVIRONMENT section [Consider socio-emotional and micro-

political needs of the coaching staff] 

10 7 2 1 
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Facilitation of Feedback - PLANNING & CONTEXTUAL ASSESSMENT OF 

FEEDBACK ENVIRONMENT section [Consider the balance and timing of 

briefing versus debriefing] 

14 5 1 0 

Facilitation of Feedback - PLANNING & CONTEXTUAL ASSESSMENT OF 

FEEDBACK ENVIRONMENT section [Observe & identify the power 

dynamics within the athlete group and how they relate to the coaching 

staff] 

11 6 3 0 

Frequency to carry out process Often Sometimes Rarely Never 

Facilitation of Feedback - PREPARATION & DELIVERY section [Collaborate 

with coach / athletes to decide on key feedback aims, messages, 

content, tone, timing and mode of delivery] 

13 5 2 0 

Facilitation of Feedback - PREPARATION & DELIVERY section [Advocate 

for design promoting discussion, athlete reflection, empowerment and 

ownership of analysis] 

10 6 4 0 

Facilitation of Feedback - PREPARATION & DELIVERY section [Advocate 

for a constructive balance in feedback video] 
13 6 1 0 

Facilitation of Feedback - PREPARATION & DELIVERY section [Ensure 

athletes are consulted and informed about how the feedback process 

will proceed] 

5 8 5 2 

Facilitation of Feedback - PREPARATION & DELIVERY section [Design 

scaffolding materials to assist athlete learning through reflection, self-

analysis or group analysis] 

4 8 7 1 

Facilitation of Feedback - PREPARATION & DELIVERY section [Teach 

coaches how to use feedback technology] 
8 5 7 0 

Facilitation of Feedback - PREPARATION & DELIVERY section [Refine data 

visualisation - statistics for athletes] 
9 7 4 0 

Facilitation of Feedback - PREPARATION & DELIVERY section [Edit 

feedback clips for athletes to ensure an appropriate volume] 
10 8 2 0 

Facilitation of Feedback - PREPARATION & DELIVERY section [Manage 

timely athlete access to appropriate playback or online feedback 

material] 

14 5 1 0 

Facilitation of Feedback - PREPARATION & DELIVERY section [Engage 

with athletes and staff informally and on an ad-hoc basis] 
16 4 0 0 

Facilitation of Feedback - PREPARATION & DELIVERY section [Design 

protocol to capture feedback of athlete experience and outcomes and 

complete coach-analyst evaluation (formal / informal â€“ surveys / 

meetings)] 

3 4 10 3 

Frequency to carry out process Often Sometimes Rarely Never 

Facilitation of Feedback - FACILITATING GROUP MEETINGS section 

[Collaborate with coach to establish / plan their desired outcomes, 

content, and tone for the meeting.] 

12 6 2 0 
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Facilitation of Feedback - FACILITATING GROUP MEETINGS section 

[Prepare required meeting content, brief and storyboard for coach if 

necessary] 

11 6 3 0 

Facilitation of Feedback - FACILITATING GROUP MEETINGS section 

[Design appropriate questions around content to achieve desired 

outcomes] 

4 11 4 1 

Facilitation of Feedback - FACILITATING GROUP MEETINGS section 

[Prepare meeting room logistics, technology & environment in advance if 

possible] 

14 5 1 0 

Facilitation of Feedback - FACILITATING GROUP MEETINGS section 

[Support and ensure coach competence with video technology delivery, 

deliver feedback, or facilitate meeting if required] 

12 6 2 0 

Facilitation of Feedback - FACILITATING GROUP MEETINGS section [Track 

& record meeting duration, acting as timekeeper if agreed] 
2 6 10 2 

Facilitation of Feedback - FACILITATING GROUP MEETINGS section [Note 

if the meeting met the desired outcomes and capture any additional 

actions] 

4 8 7 1 

Frequency to carry out process Often Sometimes Rarely Never 

Service Review & Evaluation Processes  [Capture formal / informal 

feedback on PA support from athletes, coaches and staff] 
8 5 5 2 

Service Review & Evaluation Processes  [Review athlete engagement 

data and performance data in line with original project aims] 
6 7 7 0 

Service Review & Evaluation Processes  [Reflect on your role in delivery, 

strengths and weaknesses] 
11 6 3 0 

Service Review & Evaluation Processes  [Based on collated evidence, 

debrief original service plan with relevant staff, evaluating if aims were 

met.] 

3 9 7 1 

Service Review & Evaluation Processes  [Collate evaluation findings into 

a report for the organisation] 
2 8 7 3 

Service Review & Evaluation Processes  [Consider if, and / or how, 

lessons from the work could be disseminated] 
5 9 5 1 
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Appendix 3.2: Questions asked in each focus group / interview  
 

Question Pilot GAA Elite Soccer Soccer 
follow 

up 

Acad 
1 

Acad 
+1 

Acad 
2 

Early 
Career 

Early 
Career 

+1 

Based on your comments and 
responses, some processes were 
highlighted as never / rarely done – 
can we explore these 

x x x x  x x x x  

What are your thoughts on the 
construction of the Framework? 

x x x x  x x x x x 

What are your thoughts on the five 
areas of expertise proposed? 

How do you feel about the 
wording? 

x x x x  x x x x x 

The framework - If I gave this to you 
tomorrow, what would you do with 
it? 

x x x x x x x x x x 

Your role as managers - Do you do 
these non-PA activities? 

  x x       

What are your thoughts on the 
proposed definition? 

      x x   

Do you see applied PA as a 
profession? 

       x x x 

Where do you see your future 
career? 

        x x 

What supports would help you 
develop professionally? 

        x x 

How has this experience been for 
you? 

x x x x    x x x 
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Appendix 3.3: – Final Tables of Processes for Components of Practice 
 

TABLE 1. PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE ESTABLISHING RELATIONSHIPS 

AND DEFINING THE ROLE COMPONENT OF APPLIED PA 

Processes Expertise Papers* Refsⱡ Example Quote 

BACKGROUND 
RESEARCH 

    

Find out about the context, 
culture and environment of 
the organisation and people 

Contextual 
Awareness, 
Professional 
Behaviours 

16 26 Rather, he tailored most of his coaching 
decisions around the development of 
the most gifted players in his squad. 
Terry explained to us that he did this 
in response to the increasingly 
problematic nature of the club’s 
finances and the associated 
pressures and expectations that 
accompanied his role as a result of 
the club’s changing circumstances in 
this regard. (Booroff et al., 2016: 
119) 

BUILD RELATIONSHIPS     

Meet and build rapport with 
the key stakeholders and 
managers in the organisation 

Building 
Relationships, 
Professional 
Behaviours, 
Contextual 
Awareness 

8 14 Although he had kept the same job title 
and salary at the club throughout the 
turmoil, he began to realise the 
importance of the chairmen of 
soccer clubs to his career going 
forwards. (Huggan et al., 2016: 515) 

Meet and build rapport with 
the coaching staff and multi- 
disciplinary team 

Building 
Relationships, 
Professional 
Behaviours, 
Contextual 
Awareness 

18 51 Informal opportunities to talk also 
helped to build initial relationships 
with coaches...: “It took them a 
month to learn my name . . . 
eventually we ended up talking 
about normal stuff, social stuff, and 
from then it was ‘see how we do this, 
do you think we should do it like 
that?’ ... it took a while.”  (McKenna 
et al., 2018: 310) 

DEFINE ROLES     

Define and agree the role of 
the analyst and establish 
reporting relationships 

Building 
Relationships, 
Professional 
Behaviours, 
Domain 
Expertise, 
Contextual 
Awareness 

10 18 Initially, there was role ambiguity with 
analysts finding it difficult to 
establish information essential to 
their role. (McKenna et al., 2019: 
310) 

Total   36 113   

*Papers refers to the number of papers in the study which made reference to this process - ⱡ Refs refers to the 

number of individual references to this process 
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TABLE 2. PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE NEEDS ANALYSIS & SERVICE 

PLANNING COMPONENT OF APPLIED PA  

Processes Expertise Papers* Refsⱡ Example Quote 

AUDIT AVAILABLE 
RESOURCES 

    

Determine available 
resources; analyst 
capacity and expertise 
to deliver; time 
demands of 
competition schedule; 
available budget, 
hardware, software, 
and internet 
connectivity 

Professional 
Behaviours, PA 
& Sport 
Expertise, 
Technical 
Expertise 

36 59 In Africa, the inaccessibility to technological 
equipment due to its cost (not always affordable 
for the budget of an amateur football club) and the 
instability and high rate of the internet connection 
represent a barrier for the exchange of video-data 
and related video-analytical feedbacks. (Ferrari, 
2017:439) 

EVALUATE 
CURRENT 
KNOWLEDGE OF 
SPORT 

    

Evaluate the current 
body of knowledge in 
the sport (academic / 
coaching literature, 
blogs etc) 

PA & Sport 
Expertise, 
Professional 
Behaviours 

22 33 Existing research provides a lot of useful information 
for training but this information is often ignored by 
coaches or not transferred to actual practice. 
(Fernandez et al., 2017:151) 

CAPTURE 
STAKEHOLDER 
NEEDS  

    

Design a strategy to 
capture the needs of 
key stakeholders  

PA & Sport 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness, 
Building 
Relationships 

13 15 This initial system was used as a communication tool 
to promote discussion with the coach and help 
elicit requirements for the system to be used by 
the Welsh senior netball squad in the FENA 
(Federation of European Netball Associations) 
tournament in February 2004. (O'Donoghue & 
Longville, 2004:12) 

Capture the ideas, 
needs and preferences 
of the coach & 
coaching team; 
athletes; multi-
disciplinary team and 
other stakeholders 
where required 

PA & Sport 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness, 
Building 
Relationships 

46 98 In doing so, one must consider and involve the 
athlete as an active agent within the coaching 
process; their interpretations/meanings assigned 
to performances are influential for success. (Collins 
et al., 2015b:1093) 

Collaborate with the 
coaching team or key 
stakeholders to define 
the performance 
question or issue 

PA & Sport 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness, 
Building 
Relationships 

9 14 The comprehension and usefulness of results derived 
from an innovative technology is driven by an 
understanding of the questions or problems that 
the new technology is trying to answer or solve. 
(Buttfield & Polglaze, 2016:11) 

Consider if a research 
project should be 
conducted in tandem 
with the work package 

PA & Sport 
Expertise, 
Professional 
Behaviours 

14 19 These advances [in professional practice] come about 
through good research and development, often in 
formal settings (such as university-based and peer 
reviewed research) but also, importantly, in 
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informal settings (such as the everyday research 
which occurs in professional clubs and sports 
institutes that often remains unpublished). 
(Buttfield & Polglaze, 2016: 11) 

AGREE SERVICE 
PLAN 

    

Consider the impact of 
the coach's philosophy 
and leadership style on 
the service delivery 
plan 

Contextual 
Awareness, PA 
& Sport 
Expertise, 
Professional 
Behaviours 

12 26 They [Head Coaches with Transformational style 
leadership] wanted athletes to think for 
themselves and contribute to the decision-making 
process. (Macquet et al., 2015:36) 

Negotiate and agree 
aims and a plan for PA 
service; a model for 
delivery and how it will 
be evaluated 

PA & Sport 
Expertise, 
Professional 
Behaviours 

13 18 ...the national coaches are well advised to prioritise 
and use the services of the performance analyst in 
the most effective way to achieve the goals set for 
that tournament and in the long term. (Hughes et 
al., 2001:2) 

Total   77 282   

*Papers refers to the number of papers in the study which made reference to this process    ⱡ Refs refers to the 

number of individual references to this process 
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TABLE 3. PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE SYSTEM DESIGN COMPONENT OF 

APPLIED PA  

Processes Expertise Papers* Refsⱡ Example Quote 

EXPLORE SYSTEM 
REQUIREMENTS 

 
  

 

Establish what to 
measure and test 
valid operational 
definitions for the 
variables (consider 
complex systems, 
intangibles, and 
measuring 
interdependencies 
between variables)  

PA & Sport 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships 

26 68 

...it is critical that the practical worth (i.e. the 
association with performance and the relationship 
with other relevant factors) of any proposed testing 
or monitoring protocol is carefully evaluated to 
avoid the potential situation of gathering data that 
has little ‘real world’ use. (Smith et al., 2002:542) 

Research all potential 
technical solutions - 
consider non-PA 
specific options, 
seeking specialist 
expertise if required 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

25 46 

Though technology can provide the initial leap forward 
in professional practice, it is often the small steps 
taken when refining the application and metrics 
derived from a new technology (sometimes in areas 
unforeseen by even the developers of the 
technology) that provide the greatest benefit. 
(Buttfield & Polglaze, 2016) p11 

Based on system brief, 
agree system 
parameters – 
personnel, 
timeframes, budget, 
technology 

PA & Sport 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships 

33 51 

However, it is important for a club to understand and 
accept the cost of setting up this service, in addition 
to the usability and uptake of the service by the 
players, in order to make it a financially viable 
system. (Francis & Jones, 2014:200) 

Seek ethical approval 
and consent if a 
research project is 
incorporated in the 
work 

PA & Sport 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships 

6 7 

Data capture occurred during the final preparation 
phase for the Paralympics 2012. Ethics approval for 
this study was obtained from the scientific 
committee of the University of Hamburg in 
agreement with the German Rowing Association 
(DRV). Data collection was part of routine 
measurements in routine sport science support. 
(Schaffert & Mattes, 2015:412) 

SYSTEM DESIGN 
AND TESTING 

    

Test & select most 
appropriate tools - 
software and 
hardware 

Technical 
Expertise, PA 
& Sport 
Expertise, 
Professional 
Behaviours 

8 16 It is incumbent on the individual sport scientist or 
coach to establish the accuracy and usefulness of 
any new technology or metric that becomes 
available. This is not to say that they need to 
personally validate each new system themselves, 
but just ensure this process has been completed 
before incorporating the new tool. (Buttfield & 
Polglaze, 2016:10) 

Collaborate with 
coaches / multi-
disciplinary team to 
design and pilot test 
the system, 
considering the 
athlete experience 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships, 
Contextual 
Awareness 

18 43 The template underwent two pilot tests on a randomly 
selected elite wheelchair basketball game from a 
pre-tournament held in 2015. (Francis & Peters, 
2019:4) 

Collaborate with 
coaches to agree 
strategy for reporting 

Professional 
Behaviours, 
PA & Sport 

4 7 The system developers should understand the 
information to be provided as feedback and then 
determined the raw data to be collected to enable 
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and feedback Expertise, 
Technical 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

the system to provide the summary information 
required. (Gasston, 2004:9) 

Devise data 
management strategy 
and related 
infrastructure 

Technical 
Expertise, PA 
& Sport 
Expertise, 
Building 
Relationships 

7 12 A risk was taken to build everything from scratch and 
in our case, there is now a database solution for the 
Singapore Sports School that was designed primarily 
with a coach-driven approach. (Ong & koh, 
2005:109) 

Total  64 251  

*Papers refers to the number of papers in the study which made reference to this process     ⱡ Refs refers to 

the number of individual references to this process 
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TABLE 4. PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE DATA MANAGEMENT 

COMPONENT OF APPLIED PA 

Processes Expertise Papers* Refsⱡ Example Quote 

BUILD 
INFRASTRUCTURE 

    

Build integrated 
performance 
databases which can 
be effectively mined 
and operate real-time 
if necessary 

Technical 
expertise, PA 
& Sport 
Expertise 

31 88 Sports analysis workflow requires tools and techniques 
that ideally would provide a way to effectively filter 
the data being analyzed on demand and display this 
data in a way that enhances the experts’ analysis 
capabilities in the context of the problem. (Benito 
Santos et al., 2018:2) 

Develop / use 
consistent operating 
procedures for data 
handling and archiving 
(file naming protocol 
etc) 

PA & Sport 
expertise, 
Technical 
expertise, 
Professional 
Behaviours 

3 5 The workshop noted the importance to be attached to 
the use of metadata in performance analysis and 
agreed a national metadata standard (the Australian 
Government Locator Service) and a thesaurus to 
standardise nomenclature (the SIRC Thesaurus). 
(Lyons 2005:156) 

MANAGE ACCESS 
TO DATA 

    

Manage access to and 
sharing of data 

Technical 
expertise, PA 
& Sport 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness, 
Professional 
Behaviours 

32 45 By this time I am in addition working at the Lee Valley 
white water centre during the 2012 Games as part of 
a technical video team providing live video feeds to 
the competing nations’ analysts. (Butterworth & 
Turner, 2014:554) 

Protect sensitive data Professional 
Behaviours, 
PA & Sport 
Expertise 

4 5 The use of a specific cycling prosthesis will depend on 
the individual’s stump length and remaining 
musculature as well their sensitivity to “prosthetic 
rubbing” associated with cycling. Burket & Mellifont 
(2008:101) 

Store and archive data PA & Sport 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

12 22 KISS [Korean Institute Sport Science] developed an 
archive system to construct the basic infrastructure 
of the system and support performance in 
preparation for 2004 Athens Olympics. Lee 
(2008:111) 

Total  53 165  

*Papers refers to the number of papers in the study which made reference to this process   ⱡ Refs refers to the 

number of individual references to this process 
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TABLE 5. PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE DATA COLLECTION & RELIABILITY 

COMPONENT OF APPLIED PA 

Processes Expertise Papers* Refsⱡ Example Quote 

PREPARATION 
PHASE 

    

Undergo system 
training, upskill and 
prepare coaches / 
others to collect data if 
required 

Technical & 
PA & Sport 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness, 
Relationship 
Building 

18 32 Numerous persons within a team set-up collaborate to 
obtain sport performance and statistical data. These 
may include the coach, sport scientist, or a 
performance analyst (Van den Berg et al., 2018:34) 

Create a protocol for 
data collection and 
video capture 
including: obtaining 
permission to film / 
share data; briefing 
athletes where 
required 

Technical & 
PA & Sport 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness, 
Relationship 
Building 

16 41 Everything was setup as in the blueprint during the 
event. (Ong et al., 2006:87) 

Prepare equipment Professional 
Behaviours, 
Technical 
Expertise 

3 7 Prior to each match, the battery for the video camera is 
fully charged and electricity supplies for the laptop 
computer are checked at the venue. (Jenkins et al., 
2007:62) 

Adapt to context & 
logistics ‘on location’ 

Professional 
Behaviours, 
PA & Sport 
Expertise, 
Technical 
Expertise 

5 8 The ‘real’ situation in setting up the infrastructure and 
the planning for the data capture is sometimes almost 
never exactly the same nor as predictable as what was 
planned (to be described later). The set-up has to be 
done at the scene according to the localized physical 
conditions and culture.  (Ong et al., 2006:85) 

EXECUTION 
PHASE 

    

Engage with external 
analysis providers or 
mine public data 
sources to obtain data 

Professional 
Behaviours, 
Relationship 
Building, PA 
& Sport & 
Technical  
Expertise 

10 21 This study did identify that 70.2% of the analysts use an 
external company to code games. (Wright et al, 
2013:256) 

Systematically observe 
and judge what data to 
record 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

24 38 ...isn’t it ultimately you who decides which factors to 
analyse, what definitions to apply, and what aspects to 
concentrate on when collecting and analysing your 
data? As such, isn’t the quantitative analyst heavily 
involved in the process? (Nelson & Groom, 2014:697) 

Operate data 
collection technology, 
equipment & systems 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

50 92 Indeed, practitioners working in elite soccer clubs are 
using an ever-increasing range of technologies to 
quantitatively and qualitatively track and monitor 
performance in their own players and that of the 
opposition… (Carling et al., 2014:6) 

RELIABILITY 
PHASE 
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Systematically check 
and recode data, 
applying appropriate 
statistical tests if 
required 

Technical & 
PA & Sport 
expertise, 
Professional 
Behaviours 

14 85  If many operations are required to correct the error, a 
few rallies could be missed in a real-time scenario. In 
the program, it was possible to correct the shot 
number using only two clicks. (Fuchs et al., 2018:2659) 

Interpret and evaluate 
reliability results in the 
context of 
performance 

PA & Sport 
expertise, 
Professional 
Behaviours, 
Contextual 
Awareness 

8 13 Indeed, this view of reliability is not the same as just 
describing errors in measurement; it involves the 
analyst having to make an informed decision by 
considering the implications of those descriptions of 
measurement error – it is this that distinguishes the 
sport performance analyst from the mere technician. 
(Cooper et al., 2007:88) 

Total  64 337  

*Papers refers to the number of papers in the study which made reference to this process  ⱡ 

Refs refers to the number of individual references to this process 
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TABLE 6. PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE ANALYSIS COMPONENT OF 

APPLIED PA 

Processes Expertise Papers* Refsⱡ Example Quote 

PREPARE DATA & 
PROCESSES 

    

Formulate standard 
operating protocol for 
the analysis workflow 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

4 4 ...a processing layer must be constructed to first 
extract relevant pieces of information from the 
data and then combine (processing) and visualize 
them (reporting). (Memmert & Rein, 2018:69) 

Import, tidy, transform, 
sort and organise data 
from multiple sources 

PA & Sport 
Expertise, 
Technical 
Expertise 

9 11 At the processing of data stage, macros formulae are 
used to generate the parameters for the swim 
similar to the SWAN format (Mason, 2003) in 
Microsoft EXCEL. From here, the data is input to 
populate the database. (Ong & Koh, 2005:105)  

Mine and filter own and 
third party databases to 
extract and compare 
data 

PA & Sport 
Expertise, 
Technical 
Expertise 

15 32 ...if an entire league of teams were using the same 
company, there is an inherent advantage in that 
clubs could then benchmark themselves against 
each other as every game is analysed in the same 
objective method (Wright et al., 2013:256) 

INTERROGATION 
OF DATA 

    

Interrogate data to 
identify trends, 
selecting appropriate 
statistical techniques 
where appropriate 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness 

20 50 Consequently, the aspiring analyst would be prudent 
to develop a good knowledge and practical 
understanding of the techniques required to 
successfully investigate trends and significantly 
explore data beyond the descriptives within their 
potential working environment. (Nicholls et al., 
2018:770) 

PROFILES & 
VISUALISATION 

    

Create performance 
profiles, considering the 
stability of the data 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness 

23 50 Thus, as previously mentioned in the preparation 
process, when evaluating an opponent it is 
important that the correct games are selected 
based on context and standard of opposition so 
the correct strategy can be adopted. (Sarmento et 
al., 2015:485) 

Create effective data 
visualisations and 
reports using simple or 
complex tools to 
illustrate trends 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours 

14 23 Moreover, it is clear that data in the form of reports 
or performance trend analysis plays a vital role 
within a large proportion of the coaches surveyed. 
(Nicholls et al., 2018:770) 

MANAGE 
TIMELINES 

    

Manage timelines for 
the delivery of analysis 
outputs 

Professional 
Behaviours, 
PA & Sport 
Expertise 

22 37 Moreover, time restrictions limit analysis volume, 
therefore coach preferences are critical. (McKenna 
et al., 2018:316) 

Total  48 207  

*Papers refers to the number of papers in the study which made reference to this process         ⱡ Refs refers to 

the number of individual references to this process 
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TABLE 7. PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE REPORTING TO KEY 

STAKEHOLDERS COMPONENT OF APPLIED PA 

Processes Expertise Papers* Refsⱡ Example Quote 

DATA 
TRANSLATION 

    

Interpret and translate 
data into performance 
insights, and narrative 
if requested 

PA & Sport 
Expertise, 
Relationship 
Building 

14 23 ...the translation of this analysis and data must provide 
meaningful insights or changes in behaviour to 
render it worthwhile. (Hammond, 2018:26)  

Facilitate delivery of 
live data and insight to 
coaching team 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Contextual 
awareness, 
Relationship 
Building 

13 20 To track progress during the match a dashboard was 
created as seen in Figure 5 to indicate whether the 
team had successfully (dark green) or unsuccessfully 
(red) implemented the strategy. (Croft et al., 
2017:1041) 

Filter and prepare 
content for analysis by 
stakeholders, distilling 
data to manageable 
volumes 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness, 
Relationship 
Building, 
Professional 
Behaviours 

22 37 They [experienced game analysts] report frequently 
that information has to be filtered prior to a 
presentation to the coaches, that there are long 
discussions with coaches on the meaning and 
consequences of the observational data... (Lames, 
2008:111) 

Prioritise and facilitate 
a coach review 
meeting to reflect, 
discuss and co-analyse 
data 

Professional 
Behaviours, 
PA & Sport 
Expertise, 
Technical 
Expertise, 
Contextual 
awareness, 
Relationship 
Building 

24 37 The results from the study support the use of analysts 
reviewing their analysis with the coaching team 
before providing or conducting any feedback to the 
players as 89.9% already do this as part of their own 
analysis cycle. (Wright et al., 2013:257) 

Ensure understanding 
of the data provided, 
teach to use analysis 
tools where 
appropriate 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Contextual 
awareness, 
Relationship 
Building 

14 16 [The review meeting ensures that] the information is 
understood by the coaching staff and management 
allowing for them to be more knowledgeable when 
delivering feedback on performance, thus enhancing 
the quality and conciseness of their feedback. 
(Wright et al., 2013:246) 

Ensure access to larger 
databases which can 
be referred to answer 
specific queries 

Professional 
Behaviours, 
PA & Sport 
Expertise, 
Technical 
Expertise 

6 8 To make sure that it’s fresh [data analysis], that it’s 
kept up to date and, that if a coach came to you, for 
example... ...the coach came to you with some more 
detailed questions, you have the ability to talk them 
through one-to-one. (Analyst 1: 0-4 years’ 
experience) (Nicholls et al., 2019:68) 

Consider when, where 
and how to challenge 
assumptions & biases 

Building 
Relationships, 
PA & Sport 
Expertise, 
Contextual 
Awareness, 
Professional 
Behaviours 

13 20 “A lot of them don’t understand, because they are old 
school, because they think we are challenging their 
thinking, they fear the challenges. Sometimes they 
don’t even allow the guys with the camera to 
provide the video” [Analyst, Interview 1]. (Ferrari, 
2017:438) 
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STRATEGY 
PLANNING 

    

Assist coaching team 
to build and articulate 
game and training 
strategy 

Building 
Relationships, 
PA & Sport 
Expertise, 
Contextual 
Awareness, 
Professional 
Behaviours 

14 24 While during the period of intensive training, the 
Chinese team are likely to spend much time 
discussing the tactical features of their opponents, 
who were categorized into three levels. For the 
opponents at the first level, the whole team 
(including coaches, players and researchers 
[analysts]) will have a discussion together and adopt 
complete match analysis to analyse each opponent, 
and then apply the corresponding suggestions to 
training (Fuchs et al., 2018:660) 

Agree strategy and 
content for the 
facilitation of feedback 
to athletes 

Building 
Relationships, 
PA & Sport 
Expertise, 
Contextual 
Awareness, 
Professional 
Behaviours 

11 18 The hours need to happen before the feedback 
happens, so you go in with a very clear message, 
these are the outcomes of that session or that 
competition, these are the key feedback parameters, 
these are the key performance parameters… 
(Analyst 1: 0-4 years’ experience) (Nicholls et al., 
2019:69) 

Total  55 205  

*Papers refers to the number of papers in the study which made reference to this process             ⱡ Refs refers 

to the number of individual references to this process 
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TABLE 8. PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE FACILITATION OF FEEDBACK TO 

ATHLETES – CONTEXTUAL ASSESSMENT COMPONENT OF APPLIED PA 

Processes Expertise Papers* Refsⱡ Example Quote 

CONTEXTUAL 
ASSESSMENT 

    

Consider best practice 
in the athlete 
experience of 
feedback: volume, 
timing, frequency, 
accessibility, 
empowerment, 
criticism 

Contextual 
Awareness, PA & 
Sport Expertise 

28 81 The importance of addressing the requirements of 
the players as well as the coach was to ensure 
that the coach, players and analyst had co-
ownership of the system. (O'Donoghue & 
Longville, 2004:4) 

Build trust and rapport 
with athletes through 
presence and small 
deeds 

Building 
Relationships, 
Professional 
Behaviours 

6 11 Four essential components for establishing trust 
between myself, and the athletes and staff 
were identified: appearance and visibility, 
confidence, honesty and integrity, and self-care. 
(Franics et al., 2015:47) 

Consider social and 
emotional needs of 
each athlete, impact of 
results and schedule 
on levels of mental 
fatigue individually and 
collectively 

Contextual 
Awareness, PA & 
Sport Expertise 

21 84 Coaches may benefit from adopting a broader 
view of the post-performance review to include 
psychological recovery alongside performance 
enhancement aims. (Middlemas et al., 2018:10) 

Consider the coach's 
leadership style and 
philosophy of 
feedback, in addition 
to the socio-emotional 
and micro-political 
needs of the coaching 
staff 

Contextual 
Awareness, PA & 
Sport Expertise 

19 63 Transactional leaders provide players with 
pragmatic paths to goals. They give them 
solutions to the problems raised instead of 
encouraging players to find solutions on their 
own. Nevertheless, they are open to their 
players' suggestions. (Macquet et al., 2015:37) 

Observe & identify the 
power dynamics within 
the athlete group and 
how they relate to the 
coaching staff 

Contextual 
Awareness, 
Building 
Relationships 

6 16 Coach 3 said: “This player is a leader. Sometimes, 
he makes mistakes in his distribution with 
regard to the quality of the reception… but I 
can’t do without his leadership. I know that in 
money time he’ll be able to excel. And even if 
his statistics aren’t good, I know that he’ll make 
up the difference”. (Gesbert et al., 2016:623) 

Consider the balance 
and timing of briefing 
versus debriefing, 
collaborate with 
performance 
psychologist if 
available 

Building 
Relationships, PA 
& Sport 
Expertise, 
Contextual 
Awareness 

12 31 The coaches felt that a psychology practitioner 
could also work in tandem with the 
performance analysis practitioner [to deliver 
feedback]: “The analyst probably already has a 
better basic knowledge of performance than 
the psych, but the psych understands the 
impact better. This combination would be ideal 
for the coach” (Coach 5). (Middlemas & 
Harwood, 2018:36-7) 

Total  42 286  
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TABLE 9. PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE FACILITATION OF FEEDBACK TO 

ATHLETES – PLANNING, PREPARATION AND DELIVERY COMPONENT OF APPLIED PA 

Processes Expertise Papers* Refsⱡ Example Quote 

PLANNING 
FEEDBACK 
STRATEGY 

    

Collaborate with coach 
/ athletes to decide on 
key feedback aims, 
messages, content, 
tone, timing and mode 
of delivery 

Building & 
Developing 
Relationships, 
PA & Sport 
Expertise, 
Technical 
Expertise 

21 55 There are a number of very complex issues which the 
coach and analyst might have to consider while 
attempting to devise the most effective feedback 
sessions. (Wright et al., 2014:1019) 

Advocate for bespoke 
feedback design 
promoting discussion, 
athlete reflection, 
empowerment and 
ownership of analysis  

PA & Sport 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

32 89 However, as coaching graduates, participants [analysts] 
felt they could inform pedagogical application. Some 
coaches embraced this, but others did not, 
reaffirming the importance of role clarity and power 
relationships. (McKenna et al., 2018:311) 

Ensure athletes are 
informed and can 
contribute to decisions 
about how feedback 
will proceed 

PA & Sport 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

9 18 Additionally, the contribution, or lack of, from the 
player/s themselves will impact the delivery of video 
based performance analysis and how the process is 
negotiated by the coach. (Groom et al., 2011:30) 

PREPARATION     

Assist coaching team 
to design scaffolding 
materials to provide 
athlete learning 
opportunities through 
reflection: meetings, 
questions, self-analysis 
or peer analysis, 
teaching coaches to 
use feedback 
technology where 
required 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness 

23 81 In some instances players were set specific tasks to 
analyse aspects of their own performance, common 
examples included pass completion, attempts on 
goal, successful tackles and set piece analysis. (Wright 
et al., 2016:1019) 

Refine data 
visualisation - statistics 
for athletes 

PA & Sport 
Expertise, 
Technical 
Expertise,  
Contextual 
Awareness 

13 26 Arguably however, the performance analyst has access 
to a vast amount of information via various sources 
that incorporating 100% of the information within a 
feedback session would likely cause: 1) information 
overload, 2) the session to last significantly longer 
and 3) athlete confusion/lack of clarity within the 
“take-home messages”. (Nicholls et al., 2018:772) 

Edit feedback clips for 
athletes to ensure an 
appropriate volume 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

16 45 The coaches also highlighted that a great deal of care 
needed to be given to the construction of the video. 
(Groom et al., 2011:23) 
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DELIVERY 

Facilitate and manage 
timely athlete access 
to appropriate 
feedback, during 
practice interventions, 
meetings or online  

PA & Sport 
Expertise, 
Contextual 
Awareness, 
Technical 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships 

19 34 “We could video a scrummaging session and watch it on 
a delay before we go into the next scrum…I like 
learning like that because rather than watching 12 or 
15 clips and watching them at the end of a session, 
you can watch them and pick up one or two things 
immediately” (Player 3) (Francis & Jones, 2014:193) 

Design a way to 
capture feedback of 
the athlete experience 
and outcomes to allow 
evaluation of the 
learning opportunities 
provided 

Professional 
Behaviours, 
PA & Sport 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

13 20 "Research [done within the soccer Academy by 
practitioners] shows that smaller groups can increase 
learning, with individual sessions here providing 
players with the most focussed reflection / 
education" (Analyst 1) (Reeves & Roberts, 2013:204) 

Be available to engage 
with athletes and staff 
informally and on an 
ad-hoc, casual basis 

Building & 
Developing 
Relationships, 
Professional 
Behaviours 

7 12 Athletes were also encouraged to discuss their feedback 
with the analyst. Each analysis was basic to start, but 
player engagement with the process saw requests for 
more detailed information “can you get more clips? . 
. . can you break it down into sections? . . . passes, 
tackles? . . . then (sub)sections even further?” 
(McKenna et al., 2018:312) 

Total  51 380  

*Papers refers to the number of papers in the study which made reference to this process  ⱡ 

Refs refers to the number of individual references to this process 
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TABLE 10. PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE FACILITATION OF FEEDBACK TO 

ATHLETES – RUNNING A TEAM MEETING COMPONENT OF APPLIED PA 

Processes Expertise Papers* Refsⱡ Example Quote 

BEFORE     

Collaborate with 
coaching team to 
establish / plan their 
desired learning 
outcomes, content, 
and tone for the 
meeting. 

PA & Sport 
Expertise, 
Building 
Relationships, 
Professional 
Behaviours, 
Contextual 
Awareness 

16 39 ...John described how he had most respect for those 
coaches who he perceived to have invested 
considerable amounts of time and energy into the 
development of ‘slick’ and well-organised 
presentations that included edited video clips and 
had clear links to the objectives of training sessions. 
(Nelson et al., 2014:26) 

Prepare required 
meeting content and 
brief for coaching team 
if required 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Contextual 
Awareness 

9 14 It is evident from this study that the analyst may 
compile the analysis for the coaching or 
management staff but the majority of them (72.9%) 
do not actually lead the feedback session. (Wright 
et al, 2013:258) 

Assist coaching team to 
formulate appropriate 
questions based on 
content to achieve 
desired outcomes  

PA & Sport 
Expertise, 
Contextual 
Awareness, 
Building 
Relationships 

7 21 Subsequently, the questions Dan asked were open, 
and forward-focused (i.e. ‘‘Ok, men. Let’s pause that 
clip there. If a similar situation presents itself this 
weekend, what choices do you have?’’). (Middlemas 
et al., 2018:5) 

Prepare meeting room 
logistics, technology 
and environment in 
advance if possible 

Professional 
Behaviours, 
Technical 
Expertise, 
Building 
Relationships, 
Contextual 
Awareness 

7 7 They [coaches, including video coach] debriefed 
players in a quiet room at the hotel, with chairs 
oriented towards a screen and a flip chart, like a 
classroom. (Macquet et al., 2015:35) 

DURING     

Support and ensure 
coach / athlete 
competence with video 
technology delivery, 
deliver feedback, or 
facilitate meeting if 
required 

Professional 
Behaviours, 
Building 
Relationships, 
PA & Sport 
Expertise, 
Technical 
Expertise 

8 17 Sessions were generally coach led; however, 
participants demonstrated considerable value in a 
combined and/or analyst-led approach at certain 
instances. (Nicholls et al., 2018:772) 

Keep track of meeting 
duration, acting as 
timekeeper if agreed 

Professional 
Behaviours, PA 
& Sport 
Expertise 

13 29 At the start, coaches wanted to show everything . . . it 
was so long . . . it was an hour with 17 year olds . . . I 
was getting bored, and it was my work.” (McKenna 
et al., 2018:315) 

AFTER     

Note if the meeting 
met the desired 
outcomes and capture 
any additional actions 

Professional 
Behaviours, PA 
& Sport 
Expertise 

2 4 Therefore, field notes were recorded so as detailed 
information of the following aspects were 
maintained and analysed: The use of the match 
statistics by the coach and the analyst and the 
broad aspects of performance that were of 
concern….  (Jenkins et al., 2007:68) 

Total  23 136  

*Papers refers to the number of papers in the study which made reference to this process 

ⱡ Refs refers to the number of individual references to this process 
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TABLE 11. PROCESSES UNDERTAKEN BY AN APPLIED PERFORMANCE ANALYST IN THE SERVICE REVIEW AND 

EVALUATION COMPONENT OF APPLIED PA 

Processes Expertise Papers* Refsⱡ Example Quote 

REVIEW     

Capture formal / 
informal feedback on 
PA support from key 
stakeholders 

Professional 
Behaviours, 
Building 
Relationships, 
Contextual 
Awareness 

11 20 Research shows that smaller groups can increase 
learning, with individual sessions here providing 
players with the most focussed reflection / 
education. (Where participant Analyst 1 refers to 
research, they are explicating research undertaken 
within their own Academy and not peer-reviewed 
research.) (Reeves & Roberts, 2013:204) 

Review engagement 
data and performance 
data in line with 
original project aims to 
evaluate if learning 
opportunities were 
appropriate 

PA & Sport 
Expertise, 
Technical 
Expertise, 
Professional 
Behaviours, 
Contextual 
Awareness 

16 29 There was a clear improvement in the number of 
turnovers made as well as the proportion of these 
where England capitalised by scoring goals. The 
FENA Championships were not a laboratory 
experiment and it must be recognised that there 
are many factors responsible for England’s 
improvement between the beginning and the end 
of the tournament. (Gasston, 2004: 10) 

EVALUATE     

Reflect on, and 
evaluate your role in 
delivery, strengths and 
weaknesses 

Professional 
Behaviours  

10 24 “standards remain really high, so the quality of the 
work you’re producing is still of the standard that’s 
required that I think that helps maintain that 
relationship along the way” [Analyst 4] (Bateman & 
Jones, 2019:7) 

Based on collated 
evidence, debrief 
original service plan 
with relevant staff, 
evaluating if aims were 
achieved.  

Professional 
Behaviours, 
Building 
Relationships, 
Contextual 
Awareness 

5 11 Standardised questionnaires assessed the athletes’ 
perceived experience during rowing with acoustic 
feedback and included also an evaluation by the 
coach of its benefits for technique training in elite 
standard Para-Rowing. (Schaffert & Mattes, 2015: 
413) 

SHARE     

Collate evaluation 
findings into a report 
for the organisation 

PA & Sport 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships, 
Contextual 
Awareness 

6 8 "So I already had that relationship with the chairman 
once he’d signed off on it and then made sure — 
just as due diligence really —- to give him regular 
updates on how it was going and the differences 
that we were making. " (Huggan et al., 2015: 516) 

Consider if, and / or 
how, lessons from the 
work could be 
disseminated 

PA & Sport 
Expertise, 
Professional 
Behaviours, 
Building 
Relationships, 
Contextual 
Awareness 

17 28 ...it is often the small steps taken when refining the 
application and metrics derived from a new 
technology... that provide the greatest benefit. 
These advances come about through good 
research and development, often in formal 
settings... but also, importantly, in informal settings 
(such as the everyday research which occurs in 
professional clubs and sports institutes that often 
remains unpublished). (Buttfield & Polglaze, 
2016:11) 

Total  44 120  

*Papers refers to the number of papers in the study which made reference to this process 

ⱡ Refs refers to the number of individual references to this process 
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Appendix 7.1: Draft Position statement regarding the status of Sports 
Performance Analysis in Ireland (2011) 
 

Alan Swanton / Denise Martin  

Contents: 

1. Purpose of the document 

2. Defining performance analysis, its role and purpose in high performance sport 

3. Outline the skill set of an analyst 

4. Current status of performance analysis service provision in Ireland  

• Number of people currently employed relative to similar countries  

• Current pathways for initial qualification  

• Opportunities for employment, accreditation and CPD 

• Opportunities to develop and adopt new technology 

5. How the service is perceived within Elite Irish Sport 

6. Needs analysis for service provision within Irish Olympic Sports 

7. Barriers to service development 

8. Strategies to overcome barriers and grow the service. 

 

Purpose of the document 

This report is a position statement on where the service of performance analysis sits within high 

performance sport in Ireland. 

The document will define performance analysis as a discipline and explain its role in the coaching 

process.  It will use examples to demonstrate the use of performance analysis in high performance 

Irish sport to produce a positive ‘Performance Impact’. 

The report will act as an audit of the provision of performance analysis as a service to elite Irish 

sport.  Information from ****various sources - state what these are** has been collated to provide a 

picture of; the current capacity to deliver this service; the perception of the service among those 

engaging it; the barriers to future development; and the potential strategies to overcome these 

barriers. 
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The skill set of a Performance Analyst 

The purpose of compiling the skill set of an analyst is to form a basis for needs analysis across the 

service area.  

On the whole it can be used to inform educational planning at third level while gaps identified in the 

skill set of current analysts could inform the delivery of continuing professional development 

courses. 

 

1. The ability to use tactical analysis software – Dartfish, Focus X2, SportsCode, GameBreaker 

etc 

2. The ability to use technical software- Quintic, Dartfish, SiliconCoach etc 

3. The ability to interact effectively with coaches in order to conduct a needs analysis for the 

service  

4. The capacity to plan appropriate and effective intervention programmes, record and reflect 

on performance outcomes 

5. A clear knowledge of the academic literature regarding the coaching process, assessment of 

key performance indicators and best practice in feeding back information 

6. The ability to distil information in order to produce an analysis 

7. The capacity to communicate the analysis effectively via video, report generation and / or 

oral feedback 

8. Technical knowledge of computers, cameras and technical coaching tools such as GPS, Heat-

Rate monitoring systems, timing-gates, Optojump and so on 

9. The ability to edit video clips together to produce motivational compilations  

 

General personal traits: 

Demonstrates  

• attention to detail – drive for total accuracy and precision 

• the ability to work in isolation and as a team player 

Current status of performance analysis service provision in Ireland  

 



338 
 

Number of people currently employed in Ireland (2011) 

 

Service Provision to Irish Elite Sport: 

17 Olympic Sports: 1 full-time analyst covers boxing, swimming, Paralympic soccer *** 

    1 part-time analyst covers sprint athletics 

    1 voluntary intern covers rowing 

    2 voluntary analysts cover mens / womens hockey 

Rugby: 8 full-time analysts cover 4 provincial teams and National Senior, 

U20 and 7s team 

Soccer:   2 full-time analysts, Some clubs have voluntary analysts  

Cricket:   1 part-time analyst 

GAA:   Each county hurling and football team usually has a voluntary 

analyst 

****Are we missing any – we need to check all these figures also**** 

Notes: 

The most striking figure to jump out is the contrast in the service provision to rugby compared to the 

entire Olympic Sports programme.  The IRFU employ eight full-time analysts compared to one full-

time analyst engaged by the Irish Sports Institute to deliver on the Olympic programmes. 

Sports Institute Northern Ireland (SINI) employs one full-time analyst and a full-time paid intern to 

deliver performance analysis to their Olympic and Commonwealth athletes. 

The Welsh, Scottish and English ……….. numbers 

In New Zealand, a county with a similar population to Ireland, their Academy of Sport employs …… 
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Current pathways for initial qualification  

There is no common pathway apparent among the performance analysts currently working in 

Ireland and few possess a qualification specifically in the Performance Analysis discipline.  Many of 

the current analysts have a sports science degree, some have a masters degree and most learned 

their analysis skill set on the job. 

Many of the Irish third level institutions are now including Performance Analysis as a subject to 

varying extents on their undergraduate ‘sports degrees’.  

In recent years a clear pathway has emerged with opportunities to study Performance Analysis at 

masters level in the University of Wales in Cardiff.  The University of Limerick will offer a 

Performance Analysis stream in their MSc which commences in January 2012. 

A masters is generally the prerequisite for applicants on Performance Analysis Internship 

Programmes offered by the Sports Institutes in Ireland and the UK.  These internships offer a 

pathway into Olympic sport. 

 

Opportunities for employment, accreditation and CPD 

Internships are an ideal way into the high-performance system in Ireland.  They provide mentorship 

and ongoing professional development, but the number of places is limited as is remuneration.  

Interns are generally expected to work for nothing. 

Accreditation provided by the Irish Sport’s Institute is necessary in order to work with Olympic sport 

but not required by other Irish sporting organisations.  

Many analysts started as coaches and built their analysis skills while working with a team / squad or 

in a volunteer analyst capacity which evolved into a paid position.  For existing analysts there are 

currently no opportunities for ‘in-service’ professional development. 

 

Opportunities to develop and adopt new technology 

Remaining abreast of new technology is vital in keeping the service of performance analysis current 

and relevant to our athletes. New technology can often prove timesaving for the analyst providing 

faster ways to do things.  However, each new piece of technology requires an investment of time 

and energy in order to properly understand and use it.  When so much focus is on service delivery, it 

is very difficult to set aside time to investigate new technology. 
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Thus, the adoption and roll-out of new technology is currently slow and dependent on individual 

initiative and dedication.  

 

Barriers to World Class Service Delivery 

The following five issues are the key barriers to developing a world class Performance Analysis 

support system in Ireland.   

 

1. Budget Limitations: 

• To pay additional analysts (Governing Bodies and ISI) 

• To hire paid interns (Governing Bodies and ISI) 

• To buy performance analysis service days (Governing Bodies) 

• To buy performance analysis software of their own (Governing Bodies) 

• To buy world class analysis equipment eg: Optojump  

• To support travel to training camps & competitions 

• To invest in professional development 

 

2. Capacity for Service Delivery: 

• Only two analysts are currently accredited to the ISI to work with Olympic 

programmes 

• If the Olympic programmes had additional money to spend on performance analysis 

service days, the ISI could not currently provide additional service 

 

3. Understanding of the Service: 

• Some of the Olympic sports have not got a clear understanding of how performance 

analysis could benefit their athletes and programmes 

• This lack of understanding is manifested as a lack of willingness to buy into analysis 

• The current danger of educating these Performance Directors is that the ISI could 

not deliver on the service demands which may arise.  
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4. Availability of Skilled and Experienced People: 

• If the ISI were in a position to appoint additional analysts, it would be very difficult 

to find people with the necessary experience and skills to slot into an Olympic 

programme 

5. Capacity for Service Development: 

• There is currently no outlet for the professional development of applied 

performance analysts 

• There is no strategy for the investigation, adoption and roll-out of new technology 

or research which is fundamental to delivering a world class service 

• Currently those tasked with service delivery are also leading on service 

development. Where time is so pressured, service delivery generally takes priority 

over service development. 
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Appendix 9.1: Proposal document presented to Pat Daly, Director, 
GAA Coaching and Games Development 
 

Performance Analysis in the GAA – Opportunities for Development 

Denise Martin, May 2016 

 

Performance analysis (PA) as a discipline has been embraced by GAA coaches since the early 2000s.  

There is an opportunity to drive and direct how PA evolves within a GAA context in line with the 

philosophy and values of the organisation. I have identified four areas for action which I believe are 

key to the evolution of the discipline in GAA.  They are beginning to happen to varying degrees, but 

in a haphazard fashion. Harnessing and co-ordinating these opportunities would allow the GAA to 

drive the narrative as performance analysis evolves and integrates further into coaching practice.     

 

What? Coach Education Workshops in PA  

How? 

• Targeted workshops (youth / adult – club & county) – stand alone or tailored to map into 

GAA Coach10 education framework and contribute to an award. 

• Half day type workshop would be practical, activity based sessions delivered by a tutor and 

guest coach with experience integrating feedback effectively at that level. 

• Focus on age appropriate levels of analysis, reliability of data, data reduction and how to use 

participant feedback to facilitate and evaluate player learning. 

• If the workshop was to be certified then a short, simple reflective piece with an example of 

effective use of PA in practice would be appropriate. These could be anonymised and used 

on the GAA Portal in time. 

• “PA in the GAA” book and GAA Portal resources would support coaches on their learning 

journey. 

Why Now? 

Coaching practice with PA varies from excellent to very questionable. 

• At child and youth level, some coaches are mimicking adult set ups and using non-age 
appropriate feedback which can turn players off. 

• At adult level, come coaches are copying professional PA set ups and investing in expensive 

systems which are not effectively utilised.   

• Some coaches may also be placing undue demands on amateur players with excessive 

analysis contributing to burnout. 
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There is an opportunity and a need for the GAA to drive the narrative around PA in line with its 

philosophy, empowering coaches to make informed decisions about their use of PA to provide 

effective player feedback. 

 

What? GAA Analyst Certification and Development Programme 

How? 

• Certificates for GAA Analyst at Youth, Club and County Levels or Level 1 - 3 

• Qualifications would consist of online learning from GAA Portal completed in 

advance of attendance at two applied workshops.  Certification on demonstration 

meeting learning outcomes through appropriate portfolio of work. 

• “PA in the GAA” book and GAA Portal resources would support analysts on their 

learning journey.  It would also facilitate the development of a GAA analyst 

community of practice. 

• With the evolution of a pool of certified analysts, opportunities arise to match 

established analysts and develop a mentoring programme. 

• An annual analyst development programme would be developed to support 

qualified analysts. 

Why Now? 

There is very little analyst education or CPD in Ireland, even less tailored for the unique 

challenges of GAA.  It is a matter of time before this void is filled by alternative educators.  

GAA analysts are keen attenders at any PA CPD events in Ireland and it is inevitable that 

they will engage in the IRFUs analysts programme when it is up and running.  

There is an opportunity now to establish an analyst certification programme aligned to GAA 

values and education strategy and develop a framework in which the support service can 

evolve.  It is important to recognise the various models of PA delivery which exist within 

GAA and support the analysts working voluntarily with opportunities to develop their skills. 

This programme could be set up in conjunction with an Irish educational institution so it is 

established on the National Qualifications Framework and in time on the European 

Framework. 
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What? GAA Central Stats Repository 

How? 

• GAA intercounty analysts upload a basic data set post-match for hurling and football 

to the GAA Portal.  

• The definitions for variables would be provided by GAA, thus taking ownership of the 

language and descriptors. 

• Teams which contribute gain access to all other relevant data. 

• Involvement of two teams duplicates data and provides an inbuilt reliability check. 

• Repository could evolve to become a resource for coaches, administrators and 

potentially researchers and fans. 

Why Now? 

GAA intercounty analysts collect copious data which are never shared or harnessed for the 

development of football and hurling.  Analysts are willing to share the basic elements of 

their analysis.  Access to opposition data would cut down on work load in match 

preparation.  

There are many versions of definitions for GAA game variables.  Definitions provided for the 

central repository would become the official definitions to be adopted by others. 

A central repository is a relatively cheap way to build a central database of match data 

which all contributors can have access.   

 

What? Central Co-ordination of PA Research in GAA 

How? 

• Engaging with coaches / administrators to identify the key questions they want 

answered about tactical and technical performance in Gaelic Games. 

• Liaising with research leaders to provide direction for students wishing to undertake 

GAA PA investigations. 

• Evaluating completed research – distilling and disseminating the key coaching 

messages on GAA Portal.  

Why Now? 

Many of the tactical and technical demands of GAA have not been fully investigated. Some 

research has been repetitive and much has not been published. 



345 
 

A co-ordinated central strategy for PA research driven by Games Development could 

provide direction for researchers and engagement with coaches whose questions it should 

answer. 

 

SUMMARY 

 

Coach Education and CPD in PA – Targeted workshops, book and online support 

Why? 

• Coaching practice varies from excellent to very questionable. 

• Biggest challenge in high performance GAA is to maximise quality of support and return on 

investment by counties in a way that is sympathetic to amateur players. 

• At participation level coaches are mimicking elite set ups using non-age appropriate 

feedback or inappropriate / ineffective feedback delivery methods 

 

Analyst Education, Certification and CPD – Series of education offerings, book and online support 

Why? 

• There is very little analyst education in Ireland, even less tailored for the unique challenges 

of GAA 

• It is a matter of time before this void is filled by alternative educators.  There is an 

opportunity now to establish an analyst certification programme aligned to GAA values and 

education strategy and develop a framework in which the support service can evolve. 

 

Establishing and administering a central stats repository  

Why? 

• GAA intercounty analysts collect copious data which is never shared or harnessed for the 

development of football and hurling. 

• Analysts are willing to share the basic elements of their analysis and duplication of statistics 

allow for a built in reliability mechanism. 

• A central repository is a relatively cheap way to build a central database of match data which 

all contributors can have access.  In time it could develop into a resource for coaches, 

administrators and fans. 

 

 

Co-ordinating PA research in GAA 
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Why? 

• Many of the tactical and technical demands of GAA have not been fully investigated. Some 

research has been repetitive and much has not been published. 

• A co-ordinated central strategy for PA research driven by Games Development could provide 

direction for researchers and engagement with coaches whose questions it should answer. 

 

 

Clarity around my position and motivation 

 

Enhance Sports Analysis as a company has been wound up.  I am focusing on my personal and 

professional development and transitioning from being an applied practitioner to becoming a 

researcher and educator, applying my knowledge to developing more effective systems and 

pathways for the current and next generation of practitioners.  

Current Consultancy Roles: 

• To mentor and support analysts working in the field 

• To design and develop PA programmes and systems to support NGB athletes 

• To plan strategic pathways for the development of PA within sports through research, the 

education of coaches and analysts 

• To design and deliver / co-ordinate tailored training / education  

• To deliver research led teaching and supervision at third level 

• To coordinate and lead real world applied research in the field of sports PA 

• To sit on the Irish Institute of Sports Professional Quality Assured Programme committee 

and act as a peer reviewer to assess applications for that Professional Accreditation 

Current Roles in Education: 

- PhD Student at UCD 

- Permanent lecturing position at ITB / Technological University of Dublin – currently on 

career break 

- MSc supervisor in IT Carlow and IT Tallaght 

- External examiner at Letterkenny IT 
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Appendix 10.1: Accreditation Requirements Summary 
 

Applicants would be invited to use the role descriptors (Table 10.1) to consider their level of 

experience in roles 1-4 and to apply for accreditation at the corresponding Level 1-4.   The 

requirements for Level 1-3 applications were as follows: 

- Attendance at accreditation workshop 

- Philosophy of practice statement (200 words) 

- Brief reflection (200 words) detailing how they used PA with a coach to develop one of the 

five Coach10 player capacities 

- Details of PA courses and qualifications completed 

- Details of their experience in various PA roles and coaches they worked with 

- Written reference from a coach who they had provided analysis support to 

- Pledge to adhere to the GAA Code of Practice for Performance Analysts  

Level 4 applicants were required to submit all of the above and also answered five long questions  

(listed below) which were each marked out of ten, with a pass mark of seven. Applicants needed to 

pass each of the five questions to be accredited. Their philosophy of practice and reflective story are 

marked on a pass/fail basis. The five long questions which covered the aspects of practice described 

in the role descriptors (Table 10.1) are listed below:  

1. Provide an overview of how you, as lead applied PA, have fully integrated the holistic 

provision of PA support into the multi-disciplinary structure of a senior inter county team 

2. Describe the methods you use to collate and archive performance data over various periods 

of time.   

3. Reflect on your decision-making processes in selecting analysis and reporting methods for 

the coaching team. 

4. Outline how your feedback systems have evolved in the last 5 years to meet the bio-psycho-

social needs of modern players (emphasis on why you use these methods) 

5. Illustrate your commitment to life-long learning and self-improvement as an applied PA with 

three recent examples of personal development (e.g. courses, conferences, research). 
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Appendix 10.2: Code of Conduct for GAA Accredited Performance 
Analysts  
 

GAA Accredited Performance Analyst  

Code of Conduct 

 

This Code of Conduct lays out the conditions of Accreditation as a GAA Performance Analyst. 

 

In applying for and accepting accreditation as a GAA Performance Analyst, I agree: 

 

1. To act in the best interests of the player/s at all times aiming to create 
positive learning environments 

2. To act with integrity in respecting and honouring the trust placed in me by 
teams, players and coaches 

3. To observe the rules and ethos of the GAA in my practice and never to act 
in a way which would bring a player, myself or my team into disrepute 

4. To collect, process, share, store and destroy data in accordance with 
current General Data Protection Regulations 

5. To ensure appropriate child protection guidelines are followed when 
collecting data relating to underage players or vulnerable adults 

6. To be aware of, implement and advocate best practice in the applied 
performance analysis discipline 

7. To act within the limits of my expertise, not to mis-represent my 
qualifications or carry out work beyond my level of competence. 

8. To seek advice where I may lack the competence or experience to deal with 
a matter 
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Appendix 10.3 – Original posters produced by participants at the 
pilot accreditation workshop when asked to evaluate their 
experience of the workshop 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

FIGURE 1. A COLLAGE OF THE POSTERS PRODUCED BY PARTICIPANTS WHEN ASKED TO EVALUATE THEIR EXPERIENCE OF 

THE WORKSHOP 
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Appendix 10.4: Online survey data from participants at the pilot 
accreditation workshop 
 

Table 1. Evaluation of workshop outcomes (n =12) 

Please indicate on a scale of 1 – 5 (where 1 means not achieved) if you felt we achieved the following 

outcomes and feel free to make comments: 

Outcome Scale Comments 

To provide a forum for GAA 

analysts to come together, 

make connections, share 

experiences and best practice  

1 2 3 4 5 More opportunity to discuss issues - the exercise at the end of the 

day had real potential to get some good debate going - extension 

of this process? 

Thought it was great to actually come together and meet each 

other, spending more time and getting to know each other will be 

key. 

I agree it helped to bring likeminded people together that value 

Performance Analysis. 

   6 6 

To foster an understanding of 

the GAA coaching models and 

philosophy and how they 

impact PA practice 

1 2 3 4 5 This was done very well given the time available. 

A clear outline of the GAA coaching accreditation and where PA 

falls in would be beneficial - info provided was a bit vague. 

Not sure if we spent enough time on this area, but also am glad we 

didn't as the analysis side of things I feel is more important. 

 1 4 6 1 

To support GAA analysts to 

apply for accreditation 

through effective reflective 

practice 

1 2 3 4 5 This could potentially be improved further. The use of a "Check 

List" (like a passport application for example) would be useful for 

future applicants. The fact I have not applied yet however, means 

that I may have overlooked something like this. 

Brilliant idea. 

 1 1 4 6 

 

Table 2. Evaluation of workshop outcomes (n =12) 

We are interested in how the various groups within the room viewed the day: 

Question Yes No N/A Comments 

As a volunteer analyst, did you 

feel the workshop supported 

your needs? 

10 1 1 I thought the workshop was a great initiative and very 

well facilitated. 

Useful to meet other analysts and share ideas and 

actually put a face to the name behind an email! 

As someone working full time in 

PA, did you feel the workshop 

4 0 8 It was interesting to see how other GAA teams are doing 

things and seeing the level of analysis being done where 



351 
 

supported your needs? different levels of funding is available 

Would you recommend the 

workshop (amended, thanks to 

your feedback) to another 

analyst? 

12 0 0 Yes, I know of a few people who would be very keen to do 

it and I think it will be a huge success 

Yes, because it does give recognition to Analysts and 

provides a pathway for improvement. 
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Appendix 10.5 – Original posters produced by participants at the 
pilot accreditation workshop from the activity, “What do applied PAs 
need from this process?” 
 

 

 

FIGURE 1. A COLLAGE OF THE POSTERS PRODUCED BY PARTICIPANTS FROM THE ACTIVITY, WHAT DO APPLIED PAS 

NEED FROM THIS PROCESS 
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Appendix 11.1: Accreditation Workshop Running Order 
 

Performance Analysis in a GAA Context – Provincial Workshops 

March 2017, Connacht     

 

Running Order: 

9.30am Registration, Tea and Coffee  

10 am  Welcome & Icebreaker Game 

Participants must mingle and find a GAA team 1 – 15 based on ‘find 

someone who’ questions   

DM 

10.15 am Outline vision for the project & outcomes / format for the day DM 

10.20 am Role of Coach and Analyst – Philosophy of Play / Philosophy of Practice 

Recap on Coach10 /MVA model – Work through Values – Philosophy – 

Behaviours – Measures; then work back as an analyst to achieve their 

philosophy of practice. 

DM 

11.20 am Outline process for applying for accreditation 

Present model of accreditation.  Demonstrate GAA Portal Moodle site 

and application form. 

DM 

11.40 am Reflective Practice Task 

Introduce task, time to do it, find partner and share, evaluate task, share 

examples of good practice from last year 

DM 

12.25 pm LUNCH  

1 pm Behaviour experiment 

Analysts apply their values and philosophy of practice to decision making 

in a variety of scenarios. 

DM 
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1.45 pm What did you learn today? 

Post it exercise – 3 things they learned, improvements for the day, what 

worked well 

 

1.55 pm Close & Thank yous DM 
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Appendix 11.2: Reflective Practice Tasks at GAA Accreditation 
Workshops 
 

Task 1 – To be completed individually 

Think of an analysis intervention which you delivered to a coach, player or team which you 

felt was very effective. 

 

1. On reflection, if you had written down an aim/s for the intervention what would 
they have been? 
(What were you trying to do? - See suggested aims list) 

 

 

2. Why did the intervention work and you achieve your aim/s? (See prompt list) 
 

 

3. How did your judgements / decision making and subsequent actions impact the 
intervention?  

 

 

4. Why did you make those decisions? Which of the following individual attributes 
contributed? 
Problem Solving 
Critical Thinking 
Communication 
Self confidence 
Empathy 
Active Listening 

 

5. What have you learned from observing yourself in practice?
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Task 2. 

 

Reflective practice has been described as: 

“A purposeful learning activity that results in positive changes to practice” (Cropley & Hanton, 2011: 

34) 

Observe yourself, learn the lessons, integrate them into practice 

Expertise is the capacity to make effective decisions in context. 

 

What are effective decisions? 

The right ones for the context 

 

Reflective Practice Task – Pairs 

 

1. Think of a positive intervention you had with a coach, player or group 
(face to face chat, phone call, email, back room team meeting, feedback meeting – 

team / individual) 

 

2. Analyse the what, how and why of the intervention and the impact of 

your decision making 

 

3. Share the intervention story and context, your decision making rationale 

and any insights you have gained from the reflection process 

 

4. Evaluate the task structure as a learning tool for novice analysts 
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Appendix 11.3: Breakdown of accreditation workshops delivered by 
year, facilitators and venue 
 

Table 1. Details of PA in a GAA context workshops delivered from 2016-21 

Date  Workshop Venue Attendance 

3 December, 2016 GAA Centre Abbotstown 28 

4 March, 2017 Connacht - Ballyhaunis 20 

11 March, 2017 Ulster – Garvaghy 16 

23 March, 2017 Munster – Mallow 13 

25 March, 2017 Leinster – Portlaoise 18 

7 April, 2018 Ulster – Garvaghy 22 

14 April, 2018 Leinster – Portlaoise 13 

21 April, 2018 Connacht - Ballyhaunis 15 

26 April, 2018 Munster – Mallow 16 

17 January, 2019 Munster – LIT Thurles 19 

19 January, 2019 Leinster – Portlaoise 20 

9 February, 2019 Connacht - Ballyhaunis 28 

16 February, 2019 Ulster – Garvaghy 19 

25 January, 2020 Leinster - Portlaoise 17 

1 February, 2020 Connacht - Ballyhaunis 25 

13 February, 2020 Munster – LIT Thurles 15 

22 February, 2020 Ulster – Garvaghy 15 

9 June, 2021 Online 50 

12 June, 2021 Online 25 

16 June, 2021 Online 15 
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Appendix 11.4: Participant Feedback from online Accreditation 
Workshops 2021 
 

What 3 things did you learn from the workshop? - 3 separate answers please 

(62 respondents) 

First Learning Second Learning Third Learning 

Don’t sit on the fence 
Be confident in your own 

learning and experience 

Be open to learning from coach and 

players 

We have power Different ways of presenting Communication is key  

Not all data has to be used 
Team Value - Everyone has to 

have an opinion 
KISS - Keep It Simple Stupid 

Analysts have more say in the coaching 

process 
Always speak your mind 

Become involved with player 

improvement 

We have more power than we realise 
make sure everything shared is 

relevant and impactful 
not every stat has to be shared 

Believe in your ability  

GDPR legal requirements. 

Important to know these 

things. 

Context is something that is massive. I 

didn't think to much about it before.  

Importance of Context Building Relationships How best to communicate the message 

Communication with players Philosophy Confidence in own ability 

Reflection 

Apps and software to use 

through discussion with other 

participants 

Ideas of how to deal with certain scenarios 

You are there to support the 

development of the players and leave 

your ego at the door. 

Ensure that your not breaching 

GDPR regulations in your 

actions. 

Don't be afraid to question the players and 

challenge them to come up with the 

solution. 

Context is massive video is the holy grail 
you have a voice even though the coach is 

the boss; know your values. 

Reflection Respect How to frame interventions 

PA is very different depending on the 

team you are dealing with.  

Learned more about the ethical 

aspects. GDPR etc.  
Great community exists within PA 

insightful, relevant to where i want to 

go, from others experience 
context is important,  philosophy of practice 

Other people have same questions, 

concerns, insecurities i do. Context is 

everything. relationships  are critical 

Context is everything. relationships  are critical 

Know your worth 
Importance of relaying data 

clearly 
Support is available 

Same issues across all levels of GAA 
Some great people out there I 

had never heard of! 
Analysis is not a glamorous job! 

benefits of reflective practice importance of PA strong community and willingness to share 

Timing of analysis less is more - from 

more experienced analysts what they 

do 

Player centered - getting 

players buy in 
The power of the right questions 
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The importance of alternative ways to 

communicate your message. 

GDPR and the positive learning 

environment 

The importance of reflecting on your own 

experience as a learning tool 

The value of the PA community  
The level of detail other PA are 

going to into to 

The importance of relationships & trust for 

the success of PA 

Define what is important  

Goal is to change behaviours so 

the results must be presented 

in a format that can be 

consumed 

Players want guidance & to be effective it 

must be concise & positive 

The role of the P.A. and understanding 

the context of what you're trying to do. 

The importance of the 

environment to the P.A. 

Number of different apps shared in the 

breakout room  

the importance of Community 
The importance of having a 

belief set 
Do be afraid of taking a decision 

Reasons I gather stats and where they 

fit in with team/player development 
Self Reflection 

Other peoples experiences to help me give 

feedback to other players 

Be open and honest and stick to my 

principles 

Reflect on tasks complete and 

do not be afraid of change.  

Learnt from the experience of others, new 

enough myself so good to hear from 

experienced pa's 

Look at yourself first if you feel your 

information isn't being used. 

How writing a philosophy 

ultimately helps you figure out 

what type of set up you ideally 

want to be involved in. 

A good coaching group is better than good 

analysis tech.  

Importance of relationship building in 

PA 

Value can be added in a variety 

of ways as a PA, depending on 

context and scenarios 

Reactions to scenarios feed into overall 

Coaching philosophy 

The importance of communication and 

relationships 

the power of video clips in 

analysis 
give respect -- get respect  

The use of reflective practice 
Thinking about the needs of the 

whole team 

Being able to present your data in a way 

that is understandable to all  

A different way of looking at my 

philosophy of practice 

To always ensure the feedback 

given is received but also 

properly understood by 

coaches and the players 

It's okay to not want to accept poor 

conditions despite inexperience 

Methods to help players develop  To reflect more often  How to react in difficult scenarios  

Where my own personal biases 

actually are 

Not to necessarily box myself in 

to a singular mindset, there 

isn’t always one simple answer 

to a scenario 

That positive development of both players 

& coaches is one of the key goals of 

analysis 

learnt a lot about what’s involved in 

the accreditation process and also a lot 

about other people’s experiences in 

the pa space 

best way to discover philosophy 

is to answer hard question 

which you can’t sit on the fence 

for 

GDPR you can go to court for analysing 

performance in negative sense if you’re 

deliberately going after someone not 

helping them positively 

Sticking by your philosophy and what 

you know 
Adapting in different situations The need for trust between all participants  

be reflective 
gdpr can come into play with 

negative clips 

The importance of context in the delivery 

and recording of feedback 

Pathway model 3 strands Sticking to Values 

The importance of context  How to deal with coaches  
Cause & Effect and its relationship with 

knowledge 

The importance of reflecting on your 

own practice 
The importance of relationships Providing context to your analysis 

Importance of Reflection 
Knowing the Audience - 

younger age groups to older 

Embrace the challenge and believe in your 

vision 
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GDPR in analysis 
How vital a community of 

practice is 
Philosophy 

The importance of Personal Philosophy 
The Importance of relationship 

with key stakeholders 

Identifying player pathway characteristics 

and how you can guide player discovery 

Stick to your values. Know them and 

adhere to them 

Some really good work being 

done in this area. For a guy 

starting off, I'm not reinventing 

the wheel. 

Visual - the importance of visually getting 

a point across. 

Reflection 

Scope mod peoples experiences 

even if they don't have many 

years 

 

Importance of reflection 
How to identify a problem and 

what can the intervention be 

How lucky I am to have such a great 

relationship with the coaching team and 

players and how much trust these people 

place in me 

Communication - So important in our 

role 
Integrity / Purpose 

That values and philosophy are essential. 

Also GDPR plays a role in analysis. 

How to fill out application  Few tips and tricks  

How fluid feedback really needs to be 

Positive reinforcement is 

probably underemphasized by 

coaches  

Need for position descriptor 

Player Pathway 
How other analysts feel about 

their data and approach. 

To have your philosophy relevant to 

yourself. 

Learned about Philosophy of practice 

Felt better about my role as an 

analyst - plenty of empathy in 

the group 

Be true to yourself 

How philosophy influences your 

reaction to scenarios. 
Value of relationships Player driven environments work best 

Come up with good questions to 

challenge players 

"A purposeful learning activity 

that results in positive changes 

to practice" 

The GAA approaches and values.. can be 

forgetting about the overall picture  

The importance of having a philosophy 

of practice.  

The need to be aware of what 

players and coaches want and 

need 

From a shared story, I learned some good 

points about recording games 

Ensure your role in the team is clear 

and adheres to your values 

Understand the requirements 

and be able to communicate 

clearly and concisely 

We dont learn from experience, we learn 

from reflection 

How other people have different 

approaches that I can adapt to my own 

philosophy  

There is help and assistance out 

there if and when I need it 

Online is good for beginner, not afraid to 

participate !! 

Great points on the contextual 

awareness and when to communicate 

with the team 

The emphasis on creating a 

positive learning experience 

Reflect on my previous behaviours and 

improve for the future 

GDPR and its importance in GAA 

How do they know what they 

know? Observation and 

explaining. Do players 

understand what you're saying. 

NA 

The importance of the overall context - 

player & coach. 

It is not about fancy packages - pen 

and paper is sufficient 

Important to check the 

accuracy of data generated 

The importance of having a philosophy 

and taking time for reflection. 

We are allowed collect detailed data 

on individuals only in respect of 

positive learning experience for the 

players 

Building Relationships is central 

to our practice 
GDPR 
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I enjoyed hearing others perspectives 

and philosophies.  

Forced me to examine my own 

philosophies - the scenario 

questions in particular 

challenged my thinking. 

 

A better understanding of the role of a 

PA within the changing room. 

The importance of the 

wellbeing of the player. 
I can’t spell anonymus 

Learned that support for the player is 

critical even if the coach doesn't 

necessarily agree 

Be reflective Foundation of analysis 

 

What improvements could be made? 

Consider online and live delivery content 

live 

Change the people in the breakout rooms 

I felt it went well 

Excellent workshop 

Session was run very well 

increased number of conversations as a group 

I think it was delivered quite well  

N/A 

would be better in person but for an online experience it was very good 

Face to Face interaction would be more beneficial however current times do not allow for this. 

Taught it was very good no improvements needed 

All good, a breakout at end for those who want to stay and converse; further elaborate on topics discussed, like the cup 

of coffee would of been had after a live delivery 

Online is fine, I feel in person would be more informative 

More practical examples 

was excellent 

Brilliant as is 

 maybe some clip examples 

More time - the discussion and knowledge sharing is the best part. Hard to fully accommodate in time given, but the 2 

hours was initially a nice time which helped me sign up 

face to face would be better.  

Getting more experienced analysts to speak - some people refrain from speaking up in larger groups (main room)- 

breakouts groups great for getting people chatting 

Great morning, very well delivered, would be hard to improve on given the time frame. 

Maybe have 10 mins breakout room to allow people to discuss how they are doing analysis / Manual/Software / setup 

on match day etc.... this would be great for club level 

On-line is difficult; but this went well. 

Genuinely struggling to think of improvements given that it was online. Delivery was excellent. Content just right for 

this stage of learning.  

Felt in the breakout rooms that some people did not share when there was not a supervisor there 

Worked very well online but miss the classroom discussions 

Live delivery, can't beat the chat over a cuppa.  Otherwise, a very interactive and supportive session 

Possibly more ice breakers between participants but other than that very well done.  

Reduce overlap of course and pre-reading content 

excellent workshop 

I thought it went really well, its probably being used to being online a lot now  

I think online was good, as it allowed us to meet people from around the country rather than just one area, easier for 

everyone to get to.  

None to list really enjoyed from start to finish  

Breakout groups had a bit of delay at beginning, everyone waiting for someone else to start 

one the admins hopping in the groups maybe to start conversation for first group or so as sometimes people can be 
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slow to warm up to others myself included 

none 

Slightly shorter 

No improvements needed. 

More open discussion 

N/A 

Nothing in particular comes to mind 

None really I think it was very engaging & positive. Time if I've to pick one. 

Allow time for all the questions at the end 

none 

Try to keep on time 

NA 

Do it in person and as soon as possible. while also having an option to do it online if needs be 

In person in future. 

Maybe a quicker 

Shorter if possible. Anything over 90mins hurts my lower back! 

Quite happy with it 

Less theoretical and more scenario based 

Very well run session, hard to be critical! 

n/a 

enjoyed the discussions on scenarios, time 

More detailed examples on player attributes and how we can help improve those as PAs 

Would like to learn about the practice of others otherwise the assigned group  

 

What went well? 

Consider online and live delivery content 

delivery 

The amount of people was great built a lot of different opinions 

There was great conversations and it was very enjoyable 

Private rooms had good conversations 

Very interactive 

the polls were excellent, and the breakout rooms were very insightful 

The discussions and scenarios were extremely beneficial. Also the breakout rooms were very interactive.  

Interactive and engaging 

Chart Rooms 

Denise playing Devil's Advocate was really fun, entertaining, and interesting. 

Everything  

Everything 

The rooms and the group work 

Very well presented 

excellent 

Brilliant course, best online i have done. 

found it very helpful to meet like-minded people and a great support 

Good insight into all levels  

breakout rooms worked well. excellent interactivity 

Engagement - content was brilliant - more info on the framework - do people understand it - can they 

implement it into their structure 
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Break out rooms are a great way of sharing experiences  

Excellent & Interactive Delivery - Breakout rooms where great 

Really happy with the on-line delivery; I thought it worked well 

The breakout room was excellent. Great opportunity to engage with and learn from others. great morning. 

Thanks for everything. 

very well delivered.  Very smooth and thought provoking 

Breakout rooms hearing others experiences. 

Break out sessions, all Ireland experience as all people are all around the country  

Very well presented. Great enthusiasm. Good interaction .... Good to hear different experiences and opinions. 

Enjoyed meeting and chatting in break out rooms. Excellent moderation by Denise and Colm. Very good 

scenarios at the end to lead into crafting your own philosophy  

great interaction between Denise, Colm and all participants  

Sitting on the fence section 

Listening to everybody’s different opinions on matters as it made you look at it from different points of view 

The breakout rooms were brilliant to communicate with others  

Found the online worked well, as it allowed Denise & Colm to have good 'control' of who was speaking, 

involving all on the call 

i thought element of having different backgrounds was great not just Dublin people etc good variety due fact 

was online so you get to see other perspectives whether from people from ulster Munster Connacht or Dublin  

Discussions in breakout rooms 

Interaction with the hosts 

Breakout rooms 

The activities were excellent  

Excellent interaction generated by those delivering the workshop 

Stories from people key learning 

The flow and breakout rooms 

Great Engagement 

Very engaging in the groups 

Break outs 

Engagement, scenarios, polls 

Discussions and developing points further to get a better understanding. 

Great interaction between participants 

The breakout rooms helped foster communication and maybe use them more 

The small groups. 

Really interactive. Very clear in session outcomes 

Being so interactive gave a real insight to other people 

Structure matched what needed to be delivered 
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Good to communicate with other people and varying experiences 

All of it and how interactive it was 

Meeting people that are working in this field and sharing stories 

Online very positive being away 

The energy & interaction 

Interactive session was well received 

Scenarios  

The interaction with other members. 

It was interactive with the breakout rooms, polls and scenarios 

 

Should we keep this workshop online or go back to face-to-face delivery (35 Respondents): 

In person 19 

Stay Online 16 
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Appendix 11.5: Online survey data from participants at the pilot 
accreditation workshop 
 

TABLE 1. EVALUATION OF WORKSHOP OUTCOMES (N =9) 

Please indicate on a scale of 1 – 5 (where 1 means not achieved) if you felt we achieved the following 

outcomes and feel free to make comments: 

Outcome Scale Comments 

To provide a forum for GAA 

analysts to come together, 

make connections, share 

experiences and best practice  

1 2 3 4 5 More opportunity to discuss issues - the exercise at the end of the 

day had real potential to get some good debate going - extension 

of this process? 

Thought it was great to actually come together and meet each 

other, spending more time and getting to know each other will be 

key. 

   4 5 

To foster an understanding of 

the GAA coaching models and 

philosophy and how they 

impact PA practice 

1 2 3 4 5 This was done very well given the time available. 

A clear outline of the GAA coaching accreditation and where PA 

falls in would be beneficial - info provided was a bit vague. 

Not sure if we spent enough time on this area, but also am glad we 

didn't as the analysis side of things I feel is more important. 

 1 3 5  

To support GAA analysts to 

apply for accreditation 

through effective reflective 

practice 

1 2 3 4 5 This could potentially be improved further. The use of a "Check 

List" (like a passport application for example) would be useful for 

future applicants. The fact I have not applied yet however, means 

that I may have overlooked something like this. 

Brilliant idea. 

  1 4 4 

 

 

TABLE 2. EVALUATION OF WORKSHOP OUTCOMES (N =9) 

We are interested in how the various groups within the room viewed the day: 

Question Yes No N/A Comments 

As a volunteer analyst, did you 

feel the workshop supported 

your needs? 

8 1 0 I thought the workshop was a great initiative and very 

well facilitated. 

Useful to meet other analysts and share ideas and 

actually put a face to the name behind an email! 

As someone working full time in 

PA, did you feel the workshop 

4 0 5 It was interesting to see how other GAA teams are doing 

things and seeing the level of analysis being done where 
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supported your needs? different levels of funding is available 

Would you recommend the 

workshop (amended, thanks to 

your feedback) to another 

analyst? 

9 0 0 Yes, I know of a few people who would be very keen to do 

it and I think it will be a huge success 
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Appendix 12.1: GDPR Guidelines for GAA Performance Analysts 
November 2018 

 
GDPR – Guidelines for 
Practice for GAA 
Performance Analysts 
 

November 2018           
Kelly Cunningham, Denise Martin 
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GDPR Summary for getting started with Performance Analysis in a new 
season: 
 
Club / County’s Key Responsibilities: 

1. To complete Legitimate Interest Assessment 
2. To complete Data Protection Impact Assessment 
3. To ensure the Privacy Statement issued to players covers all third parties 

involved with the performance analysis process – camera people, 
analysts, video sharing software companies 

4. To ensure that they have written agreements in place with all third 
parties involved in the performance analysis process  

 

 

Analyst’s Key Responsibilities: 

1. To secure written agreement with the club / county before analysis 
process begins 

2. To advise the administrators of any third parties involved in data 
collection, storage, sharing etc. 

3. To keep an up to date inventory of data 
4. To adhere to guidelines for best practice in GDPR in each area of data 

handling 
5. To report any data breaches immediately 
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BACKGROUND TO DATA PROTECTION LEGISLATION 
 

1. General Data Protection Regulation – came into force 25/05/18 
2. Irish Data Protection Act 2018 – came into force 25/05/18 

 
Seven Principles of European Data Protection Legislation (enacted May 25, 
2018) 
 

1. Lawfulness, Fairness, Transparency 
2. Purpose Limitation (Use only for one or more specified purposes) 
3. Data Minimisation (Collect only the amount of data required for the specified 

purpose(s)) 
4. Accuracy (Ensure data is kept up to date, accurate and complete) 
5. Storage Limitation (Kept for no longer than necessary for the specified purpose(s)) 
6. Integrity and Confidentiality (Processed ensuring appropriate security of data) 
7. Accountability (Essential not only to be compliant, but to be able to demonstrate 

compliance) 
 

Sanctions: 
 

1. Fines  
No organisation that collects, processes and stores personal data of an EU citizen, even 

in sports, is exempt of the €20m or 4% of turnover fines if they are found non-

compliant. 
 

2. Civil Litigation – Compensation 
The GDPR also gives individuals the right to compensation of any material and/or non-
material damages resulting from an infringement of the GDPR. 
 

3. Orders to STOP processing 
If the Data Protection Commission sees fit, it can order an organization (Club/County) to 
cease processing of personal data.  
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Profiling 
 
Any personal data used for the purpose of profiling is subject to strict safety mechanisms in 
order to ensure the integrity of the personal data and the uses to which it is put. The GDPR 
defines ‘profiling’ as: 
a “procedure which may involve a series of statistical deductions … often used to make 
predictions about people”. 
There is a three-stage test to determine whether the processing would be considered 
profiling: 

1. An automated form of processing (Smartabase, video analysis etc.) 
2. Carried out on personal data  
3. For the objective of evaluating personal aspects about a natural person. 

 
NB* When involved in profiling that the following are taken into serious consideration: 

1. The level of detail of the profile. 
2. The comprehensiveness of the profile. 
3. The impact of the profiling on the data subject. 
4. The safeguards aimed at ensuring fairness, non-discrimination, and accuracy in the 

profiling. 
All of the above will feed into an assessment to be carried out by the Club/County – 
further info to follow on Saturday.  

 
Types of Data 
 
In the area of performance analysis, data falls mainly into 3 categories.  It is very important 
to familiarise yourself with the nature of data you store and process.   
 
Table 1. Categories of player data potentially used by applied performance analysts with 
examples. 
 

Personal Data “Special 

Categories”/Sensitive 

Personal Data 

Data in the Public 

Domain 

Names 

Dates of Birth 

Contact details  

Health Status 

Biometric Data (GPS etc) 

Training videos 

Training performance data 

Broadcast video or 

equivalent 

Performance data 

generated from broadcast 

video or equivalent 

Must be held & shared securely 

Must inform subject of their rights regarding its use, 

No consent required 

Can be publicly shared 
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processing, storage & destruction 

 
 
Data Controller versus Data Processor 
 

The data controller is the body with control over the personal data (determines access, 

retention periods, destruction techniques etc.).  In a sports context in relation to 

performance analysis, the data controller will be the Club and/or County.  

 eg. St Mary’s GFC or Clare County Board 

 

Depending on the relationship between the Performance Analyst and the Data Controller, 

the Performance Analyst will usually be acting as a Data Processor drafted in to assist the 

Data Controller and to process personal data on their behalf. In this circumstance, the 

personal data will be owned by the Club/County and must be used solely based on their 

instructions and returned once no longer in use.   

 
The GDPR states that a data controller “determines the purposes and means of the processing” 

whereas a data processor acts only and always “on behalf of the data controller”. 

• The Club and the GAA centrally are joint controllers of member’s membership personal data 
(e.g. name, address, membership ID etc.). 

• The Club is the sole controller of additional information collected in relation to members 
(e.g. lotto, fundraising, pitch bookings, performance analysis videos). 

• Third parties such as Servasport, other membership system providers, messaging apps, 
insurance companies, online booking systems processing data on behalf of Clubs or the GAA 
are data processors. 

 

Data Controllers (clubs / counties) are required to have a written agreement in place with ALL data 

processors (analysts). 

 

In your role as an analyst supporting a coach you are a data processor. 
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How to comply – We need to comply and to demonstrate how we comply 
 

1. Become Aware – educate yourself 
2. Become Accountable – audit your activities, what data you process and why. Ensure 

there is an agreement in place between you and the Club/County. 
3. Communication – Clubs and Counties must ensure data subjects know how their 

data will be processed – Privacy Statement 
4. Personal Privacy Rights – Clubs and Counties must ensure data subjects know their 

rights – Privacy Statement 
5. Subject Access Requests – ensure you are aware of the procedure within the club / 

county for meeting access requests. Ensure the Club has oversight of and control 
over the personal data you process on their behalf.  

6. Legal Basis – clubs and counties have a legitimate interest in providing optimum 
learning environments for their players to improve.  This is the legal basis for using 
video to support coaching and monitor the performance of players. This must be 
communicated to the individuals by the Club/County for the teams they are using 
analysis for.  
Clubs and counties are obliged to carry out a legitimate interest assessment before 
the analysis starts – they will have a template to do this. 

7. Consent – in the performance analysis context, consent is not required for the 

processing of personal data for performance analysis purposes. However, it does 
allow individuals to object to the processing if they wish to do so.  
However it is imperative that every player has received a Privacy Statement 
outlining the purpose and use of their data. 

8. Children’s Data – children’s data requires extra protection and an extra level of 
security. Children are vulnerable data subjects and their personal data should be 
treated as such.  

9. Report Breaches – report any lost or stolen data to the data controller, the club / 
county secretary immediately – they have 72hrs to report the loss to the Data 
Commissioner from the time of the loss 

10. Impact Assessments – any new project undertaken by a club should include an 
impact assessment  - a risk assessment for GDPR 

11. GAA Data Protection Officer – Kelly Cunningham  
 

 
Advice on data protection queries can be obtained on the GAA website 

http://www.gaa.ie/dataprotection or by emailing dataprotection@gaa.ie. 
 
 

 
 
 
  

http://www.gaa.ie/dataprotection
mailto:dataprotection@gaa.ie
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Summary of GDPR Information Life Cycle 
 

 
Figure 1. Summary of GDPR information life cycle and processes required at each stage. 

 
 

Written Consent? 
 

Performance Analysis is classed as a core activity in which we are optimising 
the learning environment for players. As such we do not require specific 

written consent. 
 

There is also a considerable imbalance of power between the player and the 
coach so asking for consent is not considered appropriate. 

 
Therefore, the legal basis for the use of player data in performance analysis is 

our legitimate interest in helping them improve. 
 

To do this we must create a positive learning environment. 
 

Failure to do so, puts us in breach of GDPR. 
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Applied Performance Analysis Process - Guidelines for Practice 
 
Every PA practitioner follows the same basic processes.  It is vital that GDPR is considered at 
the planning phase so compliance can be built in to each process from the beginning. 
 
The guidelines for practice will outline the key questions and activities required at each of 
the following phases of the analysis process: 
 

1. Needs Analysis 
2. System Design 
3. Data Collection 
4. Data Management 
5. Data Processing  / Analysis 
6. Reporting to the Coach 
7. Facilitation of Feedback to Players 
8. Reflection and System Evaluation 

 

The concept of ‘Privacy by design and default’ is key to GDPR.  As practitioners we must 
document how our systems are designed to optimise data protection. 
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STEP 1: Needs Analysis  
It is vital to consider how the context of the analysis and the needs of the coaches and team impact 
your system design and thus the challenges which may arise from a GDPR perspective. 

 

Process Area Key Questions GDPR Implications 

Team Context What level of analysis will this coach / team 

require – how much data and what type of 

data? 

Sensitive data and video poses greater 

challenges for secure management than hand 

notation  

What is the technical ability of the coach, 

have they access to good broadband? 

The capacity of the coach to access and 

negotiate web based platforms dictates how 

you share information 

What is the general schedule of the 

players? 

Availability of players will dictate what 

feedback platforms are used - if team 

meetings are feasible etc 

System 

Design 

What tools will be made available for 

analysis, storage and distribution of data – 

how secure are they? 

It is very difficult to secure data using free 

sharing and storage solutions. 

Have all the aspects of our proposed 

analysis system been included in the club / 

county privacy statement? 

You must inform players / their parents how 

you intend to process, share and store data 

Have you made provision for the handover 

of data to the data controller (club or 

county) at the end of the season? 

Provision must be made at the outset for how 

data will be archived and when it will be 

destroyed. 

Data 

Collection 

Have all the players / parents received their 

privacy statement detailing what data will 

be collected? 

It is a legal obligation to ensure that data 

subjects receive a privacy statement with 

these details.  

Can you minimise the data collected – do 

you need sound in a gym? 

Data minimisation is a key principle of GDPR 

Do you share recording devices?   Data could be inadvertently shared with the 

next user 

Data 

Management 

What is your strategy for securing storing 

data – digital and paper based? 

You must document your strategies for 

minimising the risk of data being lost or stolen 

How will the data be archived – what can 

you keep, what must be destroyed and 

You must be familiar with the variety of data 

you are holding and  
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when? 

What is your strategy for compiling and 

updating a data inventory as the project 

progresses? 

It is a requirement to keep a data inventory to 

meet subject access requests and allow data 

loses to be identified and reported 

Data 

Processing 

What are the agreed parameters for data 

processing – just analysis, do they need 

motivational videos? 

It is important to process data only within the 

agreed limits of the project outlined in the 

privacy statement eg promotional videos are 

not covered 

Data Sharing  What will work best as a sharing platform 

for the coaches and team? 

Any platform other than a team meeting or 1 

on 1 poses risks for data loss and needs to be 

evaluated in advance 

Reporting 

Breaches 

Who do you report data losses to, what 

procedure will you put in place to ensure 

compliance? 

You must be seen to have planned in advance 

how you would deal with a data breach 

 
 
 
STEP 1 / 2: Needs Analysis & System Design 
 
Guidelines for Practice 

 
1. Based on your needs analysis decide what data your project will collect, what tools will be 

used to process, share and store it 
2. Ensure all aspects of the data processing which you intend to do are considered in the 

Legitimate Interest Assessment which is carried out by the club/county as the legal basis for 
the analysis to proceed. 

3. Ensure the club/county complete a Data Protection Impact Assessment (see below for 
guidance – Examples and a template are available as APPENDIX 1 & 2).  Use this to consider 
all the GDPR issues arising from this project and what procedures you will put in place to 
mitigate risk. 

4. Ensure you have a simple written agreement in place with the club/county before you begin 
analysis (see template). 

5. Begin an ‘Inventory of Data’ list for the project which can be updated.  It should include the 
following details:  

o Nature of Data (Video – Public / Sensitive, Personal Data, Photos) 
o Date Collected 
o Storage Location 
o Date for destruction 

6. Ensure the data controller is informed if you plan to use additional analysts on the project 
and that a code of practice guide is available for these people 

 

What and Why of a Data Protection Impact Assessment 

• GDPR seeks to ensure that all significant new processes, initiatives or 

projects undertaken consider and ensure GDPR compliance   

• The concept of ‘Privacy by Design and by Default’ is a key theme within 
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STEP 3: Data Collection 
 
Guidelines for Practice 

 
1. Ensure all players have been given the Privacy statement at the beginning of the season and 

have clear expectation of what their data will be used for – particularly important if you are 
recording pre or post-match team talks in a dressing room environment 

2. Where relevant, ensure agreement has been sought from the opposition to video the match 
3. When using communal equipment for recording, include a guideline that all data will be 

cleared before the equipment is returned 
4. Where appropriate anonymise data at the earliest opportunity 
5. Ensure the legal basis for the processing of personal data has been assessed and agreed 

upon. In the case of performance analysis it will usually be Legitimate Interests. If a 
Club/County is using Legitimate Interests as the legal basis for carrying out performance 
analysis, a Legitimate Interest Assessment MUST be carried out by the club / county before 
the analysis takes place.  

 

 

STEP 4: Data Management 

Guidelines for Practice 

1. Each time new data are added to a project, update the Data Inventory for that project (see 
system design) 

2. Design an appropriate filing system so data can be easily accessed  
3. Use secure storage – encrypted drives, password protected files, folders & devices 
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4. At the end of a project ensure all data to be archived are transferred to the data controller – 
club or county – GAA One Drive may be an option for storing this type of data (county final 
wins etc) 

5. Adhere to the data destruction dates agreed for all other data 
6. Ensure you are aware of who to contact immediately should you discover data has been lost 

or stolen – usually the club or county secretary – they have 72hrs to notify the Data 
Commissioners Office 

 

Options for encryption of external hard drives in Windows: 
 
https://www.reneelab.com/encrypt-external-hard-drive-windows-10.html 
 
 
 

  

https://www.reneelab.com/encrypt-external-hard-drive-windows-10.html
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STEP 5: Data Processing 
 

Guidelines for Practice 

1. Process data only in line with the legitimate interest of your project and what has been 
agreed with the Club/County 

2. If additional analysts are to be involved in the data analysis process, the data controller (club 
/ county) and players should be informed and such additional analysts should be added to 
the agreement in place between the analyst and the Club/County 

3. Password protect any reports which are generated by the analysis process 

 
 
 

STEP 6 & 7: Data Sharing 
Reporting to the Coach / Facilitation of Feedback to Players 
 

Guidelines for Practice 

Consider your options for data sharing with the coach and players based on their tech familiarity, 

broadband quality and the volume of data which would be shared. 

 

Paper Based Sharing: 

1. Where broadband is poor or coaches potentially struggle with managing password logins 
etc, the simplest sharing option can be to place a paper based document into a coach’s 
hand. Note that you have no control over the privacy of the document once you hand it 
over.  They are the controller of data so it their responsibility to ensure its secure storage.  

2. Where you use wall charts to display information for the team, consider the nature of data 
displayed (is it sensitive) and the level of privacy which it should be afforded – is there a 
need to have identifiable information on the wall charts each time or are anonymised stats 
sufficient?  

 

Digital Messaging & Document Sharing 

1. Password protect any document you email or share online – send the password to the 
recipient separately 

2. Where you use a free platform for messaging, ensure it has the option for each person to 
opt in, rather than be added – for example creating a WhatsApp group inadvertently gives 
everyone in the group access to everyone else’s phone number without their consent. 

3. The use of such platforms should be included in the Privacy Statement issued to players at 
the start of the season. 

 

Video Sharing 

1. As with documents, do not share data on digital platforms where data is stored by a third 
party in a country which is not GDPR compliant. 

2. If you are using external third parties eg Hudl, seek assurance that they are fully GDPR 
compliant and ensure that you have a written agreement in place with the third party – if 
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this is not in place, put it in place as soon as possible.  Refer to Kelly Cunningham if you want 
assistance in preparing or review such agreements.  

3. If you are using external hard drives or pen drives to exchange video with coaches, ensure 
they are encrypted. 

 

STEP 8: Reflection and System Evaluation 
 

Guidelines for Practice 

1. At the end of the project, revisit each aspect of the Data Protection Impact Assessment 
2. Consider if the safeguards were appropriate and if any need to be improved for subsequent 

projects 
3. Review the types of data sharing activity which occurred, whether they were all included in 

the initial Privacy Statement to players and if this needs to be amended 
4. Consider the new tech options that emerged within the lifetime of the project and if they 

offer more effective and secure workflows for future projects 

5. Don’t forget to destroy data that is no longer required for the purpose for which it was 
collected.  
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Appendix 12.2: Community of Practice Seminar Schedules 2017, 
2018, 2019 

 
 

GAA Performance Analysis Seminar 
Barrow Centre, IT Carlow      25 November, 2017 

 
 

 

AIMS: 

1. To share practice and support each other to problem solve 

2. To foster a culture of continuing support within the community of GAA 

analysts and beyond 

 

Time Detail Facilitator Location 

9.00 am Registration  

Tea/Coffee/Biscuits 

C Clear Students Union, Barrow 
Centre 

9.30 am Welcome 

GAA: Pat Daly 

IT Carlow: Johnny 
Bradley F209 

9.45 am Panel Discussion C McAree 

10.45 am Problem Solving 1 K McGuigan 
Students Union & Barrow 

Centre 

11.30 am Tea/Coffee (Students Union & Barrow Centre) 

11.45 am Problem Solving 2 K McGuigan Students Union & Barrow 
Centre 

12.30 pm Tribute to Dominic Early B McClelland 

F209 
12.45 pm Presentation of Accreditation 

Certificates 
D Sweeney 

1.15 pm LUNCH   (Canteen) 
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1.55 pm Why are we measuring what 
we’re measuring? 

J Bradley 

 F209 

2.50 pm Close & Thank Yous C Clear 

 

We would like to sincerely thank all the participants who took time out of busy 
schedules to be here today and contribute to building our community of 

practice. 
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GAA Performance Analysis Community of Practice Seminar 2018 

Time Section / Workshop & Speakers Purpose & Content 

9.30 am Welcome & Scene set - Pat Daly – GAA 

Johnny Bradley – IT Carlow  

Welcome audience, reiterate aims of the project in 
establishing a community of practice which shares and 

learns from each other 

  Challenging our Practice Workshops  

9.45  Are you landing the message? - Denise 
Martin 

To challenge the way we think about feedback and if we 
are actually helping to create learning environments for 

players 

10.10 My journey in hurling analysis - Sean 
O’Donnell, Limerick SH 

  To show an unconventional journey to becoming an 
intercounty analyst – to challenge participants to think 

about their journey and personal development 

10.40 Tea & Coffee 

11.00 Lessons from 2018 – Break out rooms 

Senior Intercounty || County Underage & 3rd Level ||Club Senior || Club Underage - Schools 

11.35 What is R? - John Farrell, Carlow SF To demystify R, showing how GAA analysts could think 
about using it to manage, mine and present data 

12.00 Productivity in football as an indicator 
of success - Kevin McGuigan & Ben 
McGuckin, Down / Derry SF 

To challenge analysts to think about what we are 
measuring and why 

12.30 Presentation of Certs - David Sweeney Certification of GAA Accredited Analysts 2018  

12.45 Lunch 

1.25 GDPR - Kelly Cunningham, GAA Data 
Protection Officer 

Guidelines for practice and Q&A 

2.00 Player Panel - Chair – Stephen Behan 

Sean Gannon, Carlow SF 

Kevin Feely, Kildare SF 

Mary Ryan, Tipperary Camogie 

Colin Dunford, Waterford SH 

  Q&A with a selection of GAA players around their views 
on where PA fits into their preparation and how best we 

can meet their needs 

2.50 Close & Thank you - David Sweeney / Denise Martin  

GAA Performance Analysis Seminar 2019 
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IT Carlow, 16 November, 2019 
 
Objectives for the Day: 

5. To provide an opportunity for analysts to engage with each other, discuss, reflect and share 
best practice 

6. To examine if what we are measuring in football and hurling are the most critical from a 
coaching perspective 

7. To consider the findings of the UCD Evaluation of our GAA PA Community of Practice   

8. To explore examples of PA workflow and share practice on technology and time efficiency 

 

Schedule         Room Allocation            Lead 

9am  Registration & Coffee Haughton Building   

9.30 am  Welcome & Scene set L115 David Sweeney /  

Johnny Bradley 

9.40 am Pause for Reflection L115 Denise Martin 

9.55 am Twin Strands 

Football - Moving from counts 
to insights – looking for the why 

 Facilitator – Denise McGrath 

Discussion Leads: Ciaran Toner, Kevin 
McGuigan, Rob Carroll, Patricia Lynch 

Hurling - What’s the most 
important thing to measure 
from a coaching perspective, 
How & Why 

 Facilitator – Brian Dunne 

Discussion Leads: Damien Young, Sean 
O’Donnell, Dave Morris, Niall Collins 

11.05 am Tea / coffee Reception area in 
Haughton Building 

--- 

11.30 am  UCD Research Evaluating GAA 
PA Community of Practice 

L115 Facilitator – Johnny Bradley 

Dr Denise McGrath & researchers 

12.20pm Presentation of Certs Reception area in 
Haughton Building 

David Sweeney 

12.35 pm LUNCH Burren Building --- 

1.15 pm Show & Tell  

My tech, workflow & best time 
saving hacks 

 Facilitator – Denise Martin 

Damien Young, Paul Jennings, JC 
O’Shea, Brian McClelland 

2.50 pm Close & Thank yous  Denise Martin 
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Outline and Purpose of Workshops 2019 
 

Section / 
Workshop 

 Format, Purpose & Content 

Pause for 
Reflection 

Facilitator – 
Denise Martin 

 Analysts are invited to assess their practice using a score sheet 

Hurling & Football Workshops 

Hurling - What’s 
the most important 
thing to measure 
from a coaching 
perspective, How & 
Why 

Facilitator – Brian 
Dunne 

Chatham House 
Rules 

 Discussion Leads: Sean O’Donnell, Limerick; Damien Young, Tipperary; 
Dave Morris, Galway; Niall Collins, Cork Camogie 

 Format: Each participant gets a page on which to define the most 
important variable to measure, how they measure it accurately and what 
impact it has within the team.   

 Everyone shares their information and discusses what the most important 
measure in hurling are. 

Football - Moving 
from counts to 
insights – looking 
for the why 

Facilitator – 
Denise McGrath 

 Discussion Leads: Ciaran Toner, Dublin; Kevin McGuigan, Down; Patricia 
Lynch, Kerry 

 Format: The discussion leads will explain the concept of insights by give 
an example of when they found an insight that was used by the coaches / 
players to deliver an impact 

 Participants are divided into groups to discuss the best ways to gain 
insights in an applied setting, who and how we engage with the insights 
and examples of when insights worked. 

UCD Research on 
GAA PA 
Community of 
Practice 

Facilitator – 
Johnny Bradley 

Dr Denise 
McGrath  

 Dr McGrath and her team will present the findings of their research into 
the community of practice followed by 

 Questions and Answer sessions 

Show & Tell  

My tech, workflow 
& best time saving 
hacks 

Facilitator – 
Denise Martin 

Presenters: 

Damien Young – 
GPS Workflow 

Brian McClelland – 
Match Day 
Feedback 

Paul Jennings – 
Training 

Workflows 

JC O’Shea – 
Workflow on 

Capturing Footage  

 

 Format:  

 Part 1: 40 Minutes 

 5/6 Presenters show the equipment they use and describe their workflow 
and tools used, beginning with: 

 The context; Data Collection & Reliability checking; Analysis – how do 
they find the insights; how do they report to the coach; how is feedback to 
the players facilitated   

 Part 2: 5 minutes 

 Participants are invited to use an anonymous online poll to register what 
tools they are using for various tasks and the results will be shared on 
screen so we can pick out people with expertise in particular areas 

 Part 3: 35 minutes 

 Participants can mingle and go talk to whoever they chose 

 Part 4: 10 minutes 

 Summary & sharing of key learnings on workflow 
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Appendix 12.3: Participant Feedback from 2017 Community of 
Practice Seminar 

Forty analysts attended the event and the feedback was overwhelmingly positive.  When surveyed 

afterwards, 26 analysts responded, and 100% said they would attend again with comments 

including: 

“Yep - keep them coming. Would be great to engage with other analysts as well. I wonder what 

rugby or other Olympic sports might have to offer?” 

“Overall fantastic day, Speakers exceptional with various backgrounds, Facility and food super, 

co-ordinators very obliging and helpful. Overall great day” 

In terms of our stated aims, 96% of respondents thought that we had achieved the aim of sharing 

practice and problem solving within the peer group to varying extents. Participants were facilitated 

in groups to discuss various issues they had indicated an interest in before the seminar.  Some of the 

comments were: 

“Group work was excellent as a newbie learned so much” 

“Was brilliant to be able to learn from other practitioners in the area and take tips that could be 
utilised in our own work.” 

“The group sittings didn't achieve anything really. No one was sure what to do. Just broke into 
random conversations.” 

“Would have been great to have more time to go through more groups” 

The consensus from the survey was that we had strongly achieved our second aim foster a culture of 

continuing support within the community of GAA analysts and beyond, with 92% indicating 4 or 5 

score making comments such as: 

“Not sure what the "and beyond" element means, but it definitely has set in place a culture of 
collaboration amongst the performance analysis community.” 

“I think meeting helps people feel part of a community.” 

“Yes excellent for this as don’t know of another forum where they meet”  

We asked participants if they felt the seminar supported their needs as a volunteer or full-time 

analysts and 96% felt it did;  

“I learned a lot on things I can do better” 

“Was buoyed by the numbers in attendance... Sometimes you go to these things and you don’t 
necessarily learn something new but there is a value in knowing what you are doing fits well with 
best practice around the country.” 

“Great to network although actual take homes were philosophical rather than applied.”  
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Appendix 12.4: Participant feedback from 2018 Community of 
Practice Seminar 

 

2018 – 67 participants 

 

Seminar Improvements / Suggestions 

 

• More discussions  

• Great Day, great speakers. More on technology/stats and presentations  

• How to use findings and implement them to training scenarios 

• A practical element at each workshop station and more time to discuss ideas.  

• A coach element to see how PA assists and changes sessions.  

• More interactive sessions  

• Very little to improve – you are doing a super job. Make it longer.  

• Technology discussion  

• Methods of communications for analysts  

• Easier to understand. Graduated steps of how to get involved and trained up in this area.  

• Perhaps incorporate into annual coaching conference  

• More information ahead of the conference on what to expect and possibly what to read in advance to 
be up to speed on what the talk is about (e.g. R and productivity)  

• Make slideshows available online (or email participants)  

• Invite software providers and let them each have a separate stand over a 2-day conference.  

• Practical application of analysis at club level in terms of software and support  

• Demos on new and existing software tools.  

• For focused areas/Practical examples  

 

More education opportunities 

• Introduction for beginner analysts – Pathway for mentorship programme.  
• Peer to peer learning and experiential learning.  
• Performance Analysis Course – maybe on a quarterly basis for one day  
• Ensure more and continued links to the future leaders programme, Thanks for a great day.  
• Organise training sessions to teach the GAA community new skills such as R.  

 

 

More access to footage / data 

• Database of games  
• Video Platform for division 1 to 4  
• Shared video database (hurling), multiple angles.  
• Working relationships with broadcasters (eg. Interviews in return for video)  
• Work towards a database of GAA stats like Opta in soccer for example.  
• Central Portal for Performance Analysis.  
• Creation of PA video library for intercounty hurling teams especially for the league.  



389 
 

• Shared video database/multiple angles for hurling 

Future Development suggestions 

• Form a tech development community for data processing  
• Set up a Podcast from performance analysts with guests from different sports and different 

levels  
• Create an email group on this subject matter to inform this cohort about upcoming events 

on this topic. Thanks for a great day.  
• Newsletter(s)  
• WhatsApp group/mailing list  
• Build strong communications channels in this community – conferring makes us better.  
• Facebook group for all Pas to join and discuss/come together  
• A collaboration network for the community (WhatsApp) to build and share knowledge  
• Regular Updates  
• Recommend Videos and books,  
• Regular workshops/meetings on key themes in PA so we can go into more detail.  
• Smaller focused workshops at regular intervals e.g. every 3 months on a topical issue. 
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Appendix 12.5: Participant feedback from CoP Seminar November 
2019 (70 Participants) 

 

Please indicate on a scale of 1 – 5 (where 1 means not achieved) if you felt we achieved the 
following objective and feel free to make comments: 

 

1. To provide ample opportunity for 
analysts to engage with each other, 
discuss, reflect and share best practice 
(n=35) 

 

 

 

 

 

Comments: 

There was the opportunity to engage with other analysts but not when the seminar was split into 2 
groups and then the split hurling/football sub divided.  

Loved the morning part of the seminar the discussion. It was informative and helpful, but time was an 
issue and when working in the groups I felt we didn't really get enough of an opportunity to build links. 

Plenty of open conservations with our peers, Facilitators allowed for two-way interaction  

I didn't feel the section outlining the research project benefited the group even though it is obviously 
very important. The details of same could be shared online or condensed for the purpose of the 
seminar.  

It may be beneficial for football and hurling analysts to share insights  

Only wish I had more time to meet and engage but just not enough hours in the day. I think that the 
WhatsApp group is definitely a step forward in on-going communication, just need more people to 
contribute 

 

2. To examine if what we are measuring in 
football and hurling are the most critical from 

a coaching perspective (n=35) 
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2

12 13
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Comments: 

I was in the football strand. Don't really think we touched on that as such.  

Topics covered re the hurling were key performance indicators and were really well thought out. 

Great insight from the discussion leads, more interaction maybe rotating around areas would’ve been 
good. 

This was good but I think it can be improved with a Coach involved in a club/county level can 
participate in this discussion with the analysts - for analysts to truly understand the coaching 
perspective. What will the role of the analyst be in 5 years’ time? It’s gone from videoing games, to 
clipping video clips, to crunching the numbers, to data visualisation of performance over time, to.... I 
think the future is in Analysts doing less number crunching and spending more time reviewing the 
analysis and taking on the responsibility of providing more one to one feedback with players, helping 
players with assignments and to continue their direct relationship with the head coach and 
management team. 

The breakout group was very good, interesting to see what others are measuring. I was being very 
critical I would think analysts spend too much time focusing on the numbers they generate and not 
enough applying the information garnered from the stats to their teams. 

It would be good to the perspective from a coach. As an analyst we can sometimes get bogged down 
in our own importance within our role. To hear from a coach/manager would be great to hear how 
valuable analysis is their management [plan], if valuable at all.  An opportunity to hear insights into 
the game would be great. i.e A speaker discussing trends or patterns they found from research of the 
2020 season. Possibly relating to kickouts, shooting, use of possession, the new rules 

The coaches view on a report would be interesting 

 

 

3. To explore examples of 
PA workflow and share 
practice on technology 
and time efficiency 

(n=35) 

 

 

 

 

 

 

 

 

 

1
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11

18
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Comments: 

The tech demos were good but they did seem very rushed. I know there was opportunity to go around 
after, but I felt it might have been better if the presentations were not so hurried.  

I would have liked more time to use our own workspaces and get advice on tweeking them. I am only 
new to the game but felt a lot of it went over my head. Maybe if people brought their workspaces and 
asked for advice on improving time efficiencies etc. Might be impossible but would be more beneficial. 

Although what was presented was very good and will be useful. It would be good to have seen a demo 
of how level 4 PA’s analyse the data during game, and present it afterwards 

This for me was the best element of your course and should be facilitated with an appropriate time 
bias. The leaders here were very willing to share ideas than for ample the guest led pieces in the 
morning, where one topic was chosen as representative of their work. 

The Show & Tell came across more of a sales pitch from analysts who were acting as resellers. JC's 
video cheat sheet was very informative and a Show & Tell highlighting practitioners best practice is a 
great idea but very disappointed for the people doing the showcase trying to promote and offering 
free trials incentives was not appropriate for the purpose of the Show & Tell. 

A lot of the gear on display at the session was probably a bit too high end and aimed at Intercounty 
setups with large budgets. More of the practical practices that can be applied to all levels 

We need to separate Club from County workflow.. 

 

We are interested in how you experienced the various sessions - Please rate each 
session from 1 - 5 (with 5 being excellent) and add any relevant comments. 

 

4. Football Discussion 
Session (n=35) 

 

 

 

 

 

 

 

 

 

Comments: 
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I didn't attend this session
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Certain individuals from the floor were focused in one particular area which dominated conversation 
but was well managed by the facilitators to get balance with conversation 

 

5. Hurling Discussion Session 

(n=35)  

 

 

 

 

 

 

 

Comments: 

I would prefer if the experts moved around the groups rather than work with just one group 

It was a pretty good session but, as mentioned earlier, more time would be good! 

Spend some time on the feedback of information to coach/player 

Would have been information to have some video clips to coincide with the conversation to help define 
the tackle more. Also, when Niall was talking about the weighting system, would have been beneficial 
to see a concrete example of how that all links in together. May be asking for too much in terms of 
those analysts who spoke to reveal their techniques to that extent, but could perhaps use generic 
video from a game involving teams none were working with directly. 

Good content but by being in 1 subgroup of 4 means you are missing out on 3 topics to learn about. 

Only had 1 group session  

A little unstructured overall but individual discussion was good  

Superb delegates were excellent. 

The group I was with was very good and informative, but would have liked if each of the groups had 
reported back briefly on their discussions 
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I didn't attend this session
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6. Feedback from UCD Research 

(n=35) 

 

 

 

 

 

 

 

 

Comments: 

As a participant in the research, it was interesting to hear to interim results. Looking forward to 
hearing more detail! 

Thought it took up a lot of the day that could have been used for something else. However, I see the 
merit in having it as the PA community tries to get more recognition / funding from Croke Park 

Didn’t really add to the day I felt. We are overworked but to be honest I do it because I want my team 
to succeed. Thought some delegates used it to give out which wasn’t relevant to our learning. 

Data and analysis from research was excellent. It seemed to have some common themes which are 
reflective of the majority. It would be interesting to hear how Croke Park committees develop a 
roadmap to deliver the recommendations in the study  

Excellent work but not appropriate time scale in my opinion for seminar  

Good to see what the top end of the practice are looking at, The discussion afterwards was good but 
maybe a bit short 

Perhaps a bit too detailed for all to follow. 

 

 

7. Show & Tell on Workflows (n=35) 
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Comments: 

Could do with more time to engage with presenters 

really enjoyed this part and answered a lot of questions I had coming to the event 

Engaging & informative. The technology is the weakest part of my entire workflow, so it was hugely 
beneficial to have opportunity to see & engage with other in this regard  

Brilliant to see exactly what people are doing in a day-to-day capacity. All contributors were at the 
high end of the scale in terms of their expertise, and most were working within a larger team or had a 
sizeable budget at their disposable. For newer, more inexperienced analysts might be nice to see 
someone closer to their level with more applicable techniques to a club team for example. 

Too rushed, would have been more beneficial if each presenter showed how to set up the 
equipment/software 

Presenters were great but I felt left with too many options that confused me 

It was excellent to get to see the various tools and equipment people are using. It would be interesting 
to see a short demo of how it works on a match day. Time constraints was a factor in this. 

 

8. Overall facilities, food and organisation 

(n=35) 

 

 

 

 

 

 

Comments: 

Great location for this type of event 

Facilities excellent, food adequate  

The room where the demos were was too small.  

The organisers were superb as were the facilities. Food was ok but not great. 

Comfortable rooms which were well organised  

Great event, thanks for organising 

Quality of the dinner was very poor 

0 0 1

6

28

1 2 3 4 5
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9. Did you feel the workshop supported your 
needs? (n=35) 

 

 

 

 

 

 

 

 

 

Comments: 

It did for me as I was attending for the first time so I learned a lot. 

Workshop was good, but due to time limits I don't think we really get into a sufficient level of detailed 
discussion. Appreciate also that there are different levels of experience and knowledge among the 
attendees but workshops like these are great opportunities for analysts, many of whom frequently 
work in splendid isolation, to bounce ideas off each other and maybe to help each other develop the 
analysis discipline and our approach to it.    Perhaps the WhatsApp group is being used in this regard, 
but I wasn't actually aware of the WhatsApp group until I attended the workshop! :-)     

My own feedback on this is that I am only starting out on this journey whilst others in attendance were 
well down the road. Absolutely great experience but at times a little out of depth for me.  The money 
constraints also for some participants would be a general issue.  PA is fine but for standalone people 
(without any financial backing like some PA's that work with County Teams) it is rather expensive to 
get up and running! 

It was beneficial but I feel sometimes the conversation/topics develop more towards coaching and go 
away from PA. The seminar has evolved and more and more clubs are sending representatives and I 
feel where they are at in their use of PA could be addressed and help them to develop.  

Yes, for me it was interesting to see that other analysts face the same barriers that I do.  

Would have loved more group work and discussions based around certain topics. As a relatively new 
analyst I worked off my own template last year but was very lucky to have guidance from one of your 
speakers I was hoping for some guidance re presentation work and organising workflow. 

I think a chance to look outward at how people are doing things outside of GAA would be good 

Absolutely, made some very useful contacts 
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3
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10. Finally, can we ask if you would 
attend a similar workshop again?  

 

 

 

 

 

Comments: 

Maybe it's now time for this forum to begin developing a set of "standards" and agreed "templates" 
covering definitions of areas such as KPI's etc. Aside from anything else, this might facilitate a clearer 
"quality" benchmark which analysts could refer to, or even aspire to. 

100%, couldn’t recommend enough. I really enjoyed it. Top class speakers, organizers and a great 
venue. A brilliant environment. Thanks 

Would absolutely go again. It was my first one & before going to it I didn't know where I stood in 
comparison to the others in the group and as a result was a little quieter and shy in the morning but I 
was a little more engaging & outgoing in the afternoon.  Would certainly benefit from going again 

Always willing to learn 

The speakers were just analysts. It could be nice to hear from a coach / manager alongside an analyst 
where they explain how analysis has helped them.  

Yes, I would the facilitators are top class and I learned a lot.   I would like more practical workshops in 
terms of creating dashboards maybe and in relation to organised discussions if possible. It was such a 
great day overall loved every minute of it.  

Friday evening and Saturday  

The overall framework is good. Let's face it the real issue is the willingness to share and the buy-in 
from all the participants.  Where I felt clarification was needed was the raison d'etre different people 
had as Performance Analysts.  This would definitely have helped allay fears about the sustainability of 
PA's and the perceived lack of gratification from the different management teams. 

Look forward to the next event 

Definitely 

Excellent overall ...well done  

Thanks to Denise and Johnny in particular - well done, great event 

 

 

 

100.00%

0.00%

Yes No
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Appendix 12.6: GAA Performance Analysis Module Approval Criteria - 
DRAFT         
 

December 2016 

Background 

The GAA has recently begun the process of establishing a quality assurance framework for the 

accreditation of applied performance analysts (PAs) working within the sport.  This framework is 

directly aligned to the Coach10/ MVA models which underpin the GAA’s coach education 

programme.  The quality assurance framework consists of three elements; GAA contextual 

awareness, PA competence and experience.  Applicants will fulfil the GAA contextual awareness 

element by completing a GAA run workshop.  Due to the variety of ways in which current 

practitioners have found their way into applied PA roles, the initial accreditation of PA competence 

will be based on evidence of some PA education and experiential learning.  However we envisage 

that the completion of a GAA approved performance analysis (PA) module will be a requirement of 

future accreditation in order to assure PA competence.  To this end, the GAA wishes to invite 

educators to submit applications for the approval of modules which they feel meet the learning 

outcomes required. 

 

MVA / Coach10 Model 

The Coach10 / MVA (Master of Value Laden Acumen) model (Daly, 2016) is a values led, holistic 

coaching model aimed at optimising the level of well-being and achievement experienced by 

coaches, participants and the general community. MVA for coaches is, in essence; what you bring, 

what you do and how you communicate it.  The focus is to develop coaches with the capabilities 

required to produce players who show competence, confidence, commitment, conviction and 

connection, thus maximising their potential.  Analysis of performance is a fundamental element of 

this model with the playing facts and participant feedback central to athlete development.  As the 

demands on modern GAA coaches have increased, many are now delegating some of the tasks 

associated with PA to applied PAs.  It is our aspiration that the philosophy of practice of analysts 

supporting GAA coaches will be in line with the player centred spirit of Coach10.   
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Project Aim: 

To ensure that perspective GAA performance analysts are equipped with knowledge and capacities 

to deliver appropriate, holistic and effective PA support. 

 

Approval Process Objectives 

• To deliver a guide for education providers on the requirement for holistic applied 

practitioners to support Irish coaches. 

• To provide quality assured education opportunities for GAA analysts. 

• To ensure perspective analysts achieve a thorough grounding in the important aspects of 

performance analysis theory and practice. 

 

Course Approval Process 

The process of approval of PA modules will consist of three steps: 

1. Publishing of learning outcomes and other standards  

2. Submission of applications  

3. Consideration and approval or otherwise of applications by a panel of three industry experts  

 

Performance Analysis Learning Outcomes 

The primary concern of the GAA is that future applied PAs working within the association are 

capable in their role and deliver it in a fashion consistent with GAA ethos.  The learning outcomes 

are focused on the six components of PA which are integral to applied PA practice.  While no formal 

professional applied PA framework exists, there is consensus in the literature on five key elements: 

Needs Analysis and System Design (Carling, Williams, & Reilly, 2005; Hughes, 2015; O'Donoghue, 

2015); Data Collection and Reliability Check (Hughes & Franks, 2015; James, Taylor, & Stanley, 2007; 

O'Donoghue, 2015); Analysis and Reporting to Coaching Team (O'Donoghue & Holmes, 2015; 

Wright, Carling, & Collins, 2014); Facilitation of Feedback (Carling et al., 2005; Groom, Cushion, & 

Nelson, 2011; O’Donoghue & Mayes, 2013); Reflection and Evaluation (Knowles, Gilbourne, Cropley, 

& Dugdill, 2014; Lyons, 1988; O'Donoghue, 2015).  The sixth element is the understanding of the bio-

psycho-social context and philosophy of practice which is critical to how the analyst interacts within 

a performance environment.   
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Overview 

Learning outcomes are pitched at two levels; introductory and applied.  The introductory module 

would equip students with the knowledge and skills to begin and develop their analysis skills in a 

sports context.  An applied module would require students to deliver PA to a coach and evaluate 

their interventions.   

 

Delivery 

It is the decision of each education provider as to how the learning outcomes are delivered and no 

contact hours are prescribed.  The GAA strongly support the concept of Applied Lifelong Learning 

and would therefore be very supportive of applications offering flexible learning pathways.   

 

Assessment 

Tutors are asked to formulate their own assessment criteria to allow students demonstrate that they 

meet the required learning outcomes in each module, however part of the module approval criteria 

is a requirement to include a specific type of assignment in each module.  While knowledge and skills 

can be straightforward to assess, the valuable interpersonal practitioner skills are more difficult.  We 

believe that the most effective way to develop and evaluate these capabilities are through action 

and reflection. In line with this, we have incorporated an assignment into the approval criteria for 

each module.   The introductory module must include a scenario based presentation where the 

student delivers performance data to the tutor as if they are the coach, and has the opportunity to 

reflect on their delivery.  This should form a minimum of 20% of the assessment of the module.  In 

the applied module, a minimum of 40% of the module assessment should be based on the student’s 

performance in conducting at least three applied interventions with a coach, and subsequent 

reflection.   Guidance is offered with how these assessments are conducted and examined.
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Introductory Course 

PA Process Learning Outcomes 

The student will be able to: 

Notes 

Philosophy of 

Practice  

Identify and discuss the principles of best 

practice in PA delivery  

 

Students should have a clear understanding of: 

The analyst’s role in supporting a coach to affect 

positive change in athletes. 

How important interpersonal skills (empathy, 

connection) are in fostering and developing working 

relationships. 

The importance of working within the limits of their 

competence to the highest standards of ethical 

practice (confidentiality, data protection). 

Needs analysis & 

system design 

Identify, prioritise and design a simple 

system to measure appropriate 

performance indicators (PIs) 

Emphasis should be placed on why different PIs are 

selected in various contexts depending on the bio-

psycho-social needs of the coach and athletes. 

Data Collection & 

Reliability Check 

Demonstrate the ability to collect 

objective, accurate information based on 

an agreed framework and test its 

reliability using percentage error 

calculations 

Students should be aware of the importance of 

building trust with the coach and establishing the 

integrity of any data provided. 

Analysis & 

Reporting to 

Coaching Team 

Analyse, interpret and refine data into an 

understandable and appropriate format 

for analysis by coaches 

Students should have the opportunity to interrogate 

data and tailor it for presentation in specific 

circumstances 

Facilitation of 

Feedback to 

Athletes 

Facilitate the coach-led delivery of 

appropriate feedback to participants, 

taking into account their bio-psych-social 

needs in a scenario based setting 

Students should gain experience of preparing 

feedback for various hypothetical scenarios and 

review the propriety of their suggestions. 

Reflection & 

Evaluation 

Assess and evaluate the processes 

designed and their personal performance 

in a scenario based setting 

For an introductory module, this is confined to 

system evaluation and reflection on role play of 

feedback to the coach. 

Reflection should be structured and supported by the 

tutor. 
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Introductory Module Assessment 

Tutors are asked to design an assignment where students will analyse, prepare and present feedback 

to a coach.  The number of games analysed and specific instructions will be individual to each tutor 

however assignments should contain the following elements: 

1. Video based match analysis of at least one game 

2. Preparation of a feedback report to the coach in the scenario containing key messages with 

statistics and video 

3. Delivery of the report to the tutor playing the coach’s role 

4. Structured reflection by the student on the delivery  

This assignment should form a minimum of 20% of the overall assessment for the module. It would 

be ideal for students to have the opportunity to do a practice run with peer feedback prior to the 

tutor assessment. 

 

Assessment Criteria 

Analysis Assessment of the quality of data collection, reliability checking and analysis may be 

built into the assignment. 

Key messages Students should demonstrate the capacity to make appropriate judgements on: the 

language and tone they use; the style of presentation and visuals; the volume and 

relevance of any statistics used, in the context of their given scenario and the bio-

psycho-social needs of the coach. 

Video Feedback Students should demonstrate the ability to select appropriate clips to support an 

appropriate positive and constructive message. 

Communication  Students should demonstrate effort to build rapport and engage with the coach 

(tutor) 

Reflection Students should demonstrate the capacity to reflect on what their aims were and 

why, and how their actions and behaviours contributed to the success or otherwise 

of the interaction.  The final element of the activity would be a reflection and 

evaluation of the skills and qualities the student felt they brought to the task and 

how they can be developed. 
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Applied PA Course 

PA Process LO: The student will be able to: Notes 

Philosophy 

of Practice 

Integrate the principles of best 

practice (coach-led, person 

centred, confidential, data 

protected) into their PA delivery  

The student should demonstrate their understanding and adherence to 

the following: 

Working within analyst’s role of assisting the coach build a complete 

and holistic picture of performance – creating appropriate professional 

boundaries and operating to the highest standards of ethical practice 

(confidentiality, data protection). 

Developing excellent interpersonal skills (listening, rapport building) in 

fostering and developing working relationships. 

Needs 

analysis & 

System 

Design 

Identify, prioritise and design a 

comprehensive system to measure 

appropriate performance 

indicators 

Students should be supported to carry out a needs analysis in a 

sensitive manner with their coach in order to best understand: the 

coach’s philosophy of play; what the key measures of performance are 

for the coach and why; how are these measures defined; what is the 

coach’s capacity to take on information and video and how that may be 

best delivered.  

Students should also explore operational issues with their coach such as 

access to video, time requirements for feedback and so on.  Ideally 

students should establish a service level agreement with clear 

objectives and aims. 

Data 

Collection & 

Reliability 

Check 

Demonstrate the ability to collect, 

manage and archive valid, accurate 

and reliable information in an 

applied setting. 

Students should collect data which serves the coach’s needs, achieving 

a complete and holistic picture of performance 

The need for attention to detail and dedication to process should be 

emphasised to students. Students should be able to carry out reliability 

tests and judge sample stability when performance profiling. 

Analysis & 

Reporting 

to Coaching 

Team 

Analyse, interpret, refine and 

present  information and video in 

an understandable and appropriate 

format for analysis by coaches 

Benchmark multiple performances 

against team / individual norms 

and expected outcomes 

Students should be encouraged to engage closely with the coach and 

complete a level of analysis appropriate in the context.  They should 

also think carefully about the structure, language, tone and timing of 

feedback to the coach. 

Students will ideally have support in preparing feedback for coaches 

with the opportunity to ‘trial’ and have their feedback reviewed before 

it goes to the coach.  Students should also be encouraged to reflect on 

how their feedback was received and interpreted. 

Facilitation 

of Feedback 

to Athletes 

Facilitate and coordinate the 

coach-led delivery of appropriate 

feedback to participants, according 

to their bio-psych-social needs, in 

Students will ideally have support to review proposed athlete feedback 

and explain why it is appropriate given the specific needs of the 

athletes.  
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an applied setting using multiple 

platforms 

Reflection & 

Evaluation 

Use reflective practice to critically 

evaluate the processes designed 

and their performance in practice  

Students should be encouraged to review what happened and link it to 

the why by analysing their actions and behaviours. 
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Applied Module Assessment 

Tutors are asked to design an assignment where students will analyse, prepare and present feedback 

to a coach.  The number of games analysed and specific instructions will be individual to each tutor 

however assignments should contain the following elements: 

1. Students must find an athlete or team whose coach agrees to analysis support. 

2. Write a personal philosophy of practice for their service provision 

3. Conduct a needs analysis and write a service level agreement for at least three 

interventions. 

4. Deliver, record and evaluate their interventions. 
This assignment should form a minimum of 50% of the overall assessment for the module.  

Additional content may be added (eg a literature review of PA in the sport) depending on the 

context of the module delivery and level of the NQF to which it is mapped.  The assessment and 

submission of the student’s work will be determined by the tutor.  The assignment lends itself to a 

case study type report or to an online portfolio and journal. 

 

Assessment Criteria 

An assignment brief and marking scheme should be designed which gives the student the 

opportunity to demonstrate that they have achieved all of the prescribed module learning 

outcomes. 

PA Process LO: The student will be able to: 

Philosophy of Practice Integrate the principles of best practice (coach-led, person centred, confidential, 

data protected) into their PA delivery  

Needs analysis & 

System Design 

Identify, prioritise and design a comprehensive system to measure appropriate 

performance indicators 

Data Collection & 

Reliability Check 

Demonstrate the ability to collect, manage and archive valid, accurate and reliable 

information in an applied setting. 

Analysis & Reporting 

to Coaching Team 

Analyse, interpret, refine and present  information and video in an understandable 

and appropriate format for analysis by coaches 

Benchmark multiple performances against team / individual norms and expected 

outcomes 

Facilitation of 

Feedback to Athletes 

Facilitate and coordinate the coach-led delivery of appropriate feedback to 

participants, according to their bio-psych-social needs, in an applied setting using 
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multiple platforms 

Reflection & 

Evaluation 

Use reflective practice to critically evaluate the processes designed and their 

performance in practice  
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Appendix 12.7: Introduction to PA Module Descriptor 2018 

Title Outcome Content 
Method of 

Delivery 

Introduction 

By the end of this 

section 

participants will be 

able to describe 

what is the PA 

process and how 

this will be covered 

during the course 

Part 1– Tutor introduces himself/herself to the group and 

gives a brief background to their involvement in PA. 

 

Tutor Lead 

Discussion 

Part 2 – Icebreaker (All of this task is done in pairs) 

Q1) Ask the participants to list what key information they 

would like to know about each of the other participants on 

the course to enhance the course 

 

Q2) Ask the participants to prioritise what information is 

most important if they were given only 5 minutes to gather 

this information 

 

Q3) Ask the participants to design a simple hand notational 

template to assist them in collecting the prioritised 

information 

 

Q4) Give the participants 5 minutes to gather the information 

using their template design 

 

Q5) Ask the participants to collate the information they 

gathered and refine it for presentation to the full group 

 

Q6) Ask each pair to stand up in front of the entire group and 

present back their analysis. 

 

 

Group Task 

(Slide 2) 

Part 3 – The Tutor quickly presents the learning outcomes 

that will be delivered during the course and highlights how 

the icebreaker task took the participants through all stages of 

the PA process 

Tutor Lead 

Discussion 

(Slide 3) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Part 1 – What is performance analysis and where it fits in the 

coaching process 

Tutor Lead 

Discussion 

Slides (4 -7) 

Part 2 – Why do we need performance analysis 

Get the participants to watch the clip and complete the task 

as requested 

Then discuss through the different research about the 

limitations of coaches observation and recall skills. 

Individual 

Task (Slide 8) 

followed by 

Tutor Lead 

discussion 
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Principles & 

Best Practice 

in PA Delivery 

 

 

By the end of this 

section 

participants will be 

able to identify and 

discuss the 

principles of best 

practice in PA 

delivery 

Slides 9-10) 

Part 3 – Group Task (3-4 people per group) 

Ask each group to list up to 10 characteristics that 

information must have to be useful to a coach. 

 

Once the coaches have had time to discuss take feedback 

from each group and then compare to the pre formulated 

answers. (To add competition you can ask teams to swap 

their sheets with another group and each team gets one 

point for each answer that corresponds to the list on slide 12) 

Group Task 

(Slides 11-12) 

Part 4 – Discussion around the pros and cons of data 

(quantitative) and video (qualitative) and how this relates to 

best practice in PA 

Tutor Lead 

Discussion 

Part 5 – Summary of the Performance analysis process and 

ask the participants to rate their current capabilities based on 

the summary sheet provided (slide 15) 

Tutor Lead 

Discussion 

(slide 14) 

followed by 

an individual 

task (slide 15) 

Needs 

Analysis & 

System Design 

(Part 1) 

By the end of this 

section 

participants will be 

able to Identify, 

prioritise and 

design a simple 

system to measure 

appropriate 

performance 

indicators (PIs) - 

Notational / video 

depending on what 

is available 

Overview Task – (Put the participants into pairs) 

Play the clip “WHODUNNIT?” for the first minute and ask 

them to just watch it. 

 

The clip states it had 21 changes (The needs analysis) and the 

task is to ask each pair to design a system to try and capture 

as many of the 21 changes as possible (system design) 

 

Give them approx 5 minutes to design a template and then 

play the clip from the start once more. 

 

Upon completion of the task discuss with the participants the 

benefit of having a clear understanding of what is needed to 

be gathered and how that assists in developing a notational 

system.  

 

Additionally ask the participants if they could do the task 

again what would they do differently (this will highlight the 

importance of continuously reflecting on your system and 

making improvements as you go) 

Group Task 

(slide 9) 

Followed by a 

tutor lead 

discussion 

based on the 

task 

Needs Analysis Part 1  

Discuss with the participants that when doing a needs 

analysis the importance of: 

Tutor Lead 

Discussion 
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The philosophy of the coach 

The perceived needs of the coach 

The context in which the PA support is being delivered 

 

The key message here is that “time should be spent on 

measuring what counts rather than counting what you can 

measure” 

Needs Analysis Part 2 – Role Play 

Ask one participant (ideally a coach) to play the role of coach. 

Get two other participants to play the role of PA’s to the 

coach. The 3 participants role play the discussions that the 

PA’s would have with the coach to establish the following: 

• The philosophy of the coach 

• The perceived needs of the coach 
 

The other participants on the course observe the 

conversation and prepare their own notes in order to 

develop a system for the coach. 

 

At the end of the role play the other participants are free to 

ask any additional questions they feel necessary to assist 

them in the development of their system design.  

 

When all participants have agreed that they have all the 

required information the tutor then completes debrief of the 

process and establishes what were the 3 - 5 key 

measurements that the coach requires from the PA’s. 

Confirm with the coach that these are in fact correct 

 

Role Play (1 

Coach + 2 

PA’s) with the 

other 

participants 

contributing 

at designated 

stages. (Slide 

21).  

This is 

followed by a 

tutor lead 

discussion on 

the process 

and outcome 

Needs Analysis Part 3 – (Task in groups of 3-4) 

Ask each group to list 5 contextual variables that they need 

to be aware of before they can begin a system design 

 

Compare the groups answers to the pre populated ones on 

slide 23 

Group task 

(Slide 22) 

followed by a 

tutor lead 

discussion 

(slide 23) 

Needs 

Analysis & 

System Design 

(Part 2) 

By the end of this 

section 

participants will be 

able to Identify, 

prioritise and 

design a simple 

System Design (Part 1) – Discuss the key elements to be 

considered when putting together a system design: 

• What to analyse? 

• Main measurements 

• Performance Indicators 

• Operational definitions 
 

Give examples of hand notational templates and how they 

Tutor Lead 

discussion 

(slides 25 – 

35) 
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system to measure 

appropriate 

performance 

indicators (PIs) - 

Notational / video 

depending on what 

is available 

are applied/presented and discuss how they are the pre 

cursor to any computerised system 

System Design (Part 2) – Group Task in Pairs 

Each group must design a hand notational system to capture 

the 4/5 key measurements that the coach has requested. The 

task is to be completed based on the situation factors on 

slide 36. 

 

The groups present their template on large A3/Flipchart 

paper. Once all templates a type of “speed dating” concept 

takes place 

1 person from each group stands at their flipchart sheet to 

explain their template to one participant of each of the other 

groups, while their partner quickly gets a chance to view all 

other templates. At the end of the first rotation the pairs 

reverse roles. 

 

Group Task 

(Slide 36) 

System Design (Part 3) – Off course task 

Participants are asked to edit their system design between 

day 1 and day 2 based on their learning from the other 

groups. They are also asked to trial their new template using 

one half of a game shared with them (either Hurling or 

Football). This can be done using google drive etc.  

 

Finish by asking each participant one learning they have 

taken from the day 

Tutor Lead 

Discussion 

Recap of Day 1  

The Tutor quickly recaps the learning outcomes detailing 

what has already being completed and that will be covered 

during Day 2 

 

Ask the group how they if they have had the chance to apply 

their learnings from day and how did this go? 

Tutor Lead 

Discussion  

Reliability 

By the end of this 

section 

participants will be 

able to 

Demonstrate the 

ability to collect 

objective, accurate 

information based 

on an agreed 

framework and 

Reliability (Part 1, Overview) – Task in Pairs 

Ask each pair is given 3 mins to answer the following 

questions: 

 

1. What is reliability in data collection? 
2. Why is reliability Important? 
3. What are the sources of Reliability Error? 

 

Upon completion of the task, take feedback from each of the 

pairs and compare to the pre-written answers on slides 4 -5  

 

Group Task  
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test its reliability 

using percentage 

error calculations 

 

Reliability (Part 1, Testing for Reliability Task) 

Based on the off-course task, gather results from the group 

for 3 or 4 sample measurements and complete and inter 

reliability test using the template provided.  (If people did not 

complete the off course task then play a 10 minute game clip 

and utilise the data from this) 

 

At the end of the task discuss the different types of reliability 

tests and the benefits of same: 

• Calculating percentage error – Intra & Inter  

• Detecting Missed Events 
 

Tutor Lead 

Task 

Data 

Presentation 

By the end of this 

section 

participants will be 

able to Analyse, 

interpret and 

refine data into an 

understandable 

and appropriate 

format for 

analysis by coaches  

Data Presentation (Part 1 - Data Reduction) 

Tutor discussion on why we need data reduction as well as 

the dangers of data reduction 

Tutor Lead 

discussion 

(Slides 11-13) 

Data Presentation (Part 2 – Using Dashboards) 

Tutor Lead discussion on the following: 

• Why use dashboards 

• Key features of dashboards 

• What to include 

• How to present the data 
 

Tutor lead 

discussion 

(slides 14-22) 

Data Presentation (Part 3 – Aim & Principles Task) 

Present the 2 main design aims of dashboards & the 6 key 

principles. Then in pairs ask the participants to critique the 

dashboard presented (slide 26) based on the aim and 

principles 

Group task 

followed by 

tutor lead 

discussion 

  

Data Presentation (Part 4 – Dashboard design) 

Group Task in groups of 2/3 

Using the data they have collected off course, they must now 

design and create a dashboard to present their data to the 

other groups 

Group Task 

Feedback 

Rationale & 

Methods 

By the end of this 

section 

participants will be 

able to Facilitate 

the coach-led 

delivery of 

appropriate 

feedback to 

participants, taking 

into account their 

Feedback Rationale 

Discuss with the group the 4 targeted outcomes of feedback 

 

Follow this with the 6 Contextual factors for feedback and 

ask for examples from the group where and why this is 

relevant for them? 

Tutor Lead 

Discussion 

Feedback Methods (Part 1 – Case Study) 

Present the problem  as part of the case study (Slide 35) and 

ask the group what options they would consider for the solve 

this issue 

Full Group 

Task followed 

by a Tutor 

Lead 
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bio-psych-social 

needs in a scenario 

based setting 

 

Talk through the process that was used and have a discussion 

re the pros and cons of the method used as well as 

alternative options. 

 

Discussion 

Feedback Methods (Part 2 – Team Settings) 

Group Discussion around what are the key things to consider 

when delivering to a team setting 

Tutor Lead 

Discussion 

Problem 

Solving 
 

This is an open section where by the tutor will ask the group 

as to what additional information they would like in order to 

assist them with their current practice.  

 

Document these on a flipchart and prioritise in order of 

importance / relevance for the entire group. The aim here is 

for the final 90 to give an overview of technologies available, 

cameras etc. but is very much based on the needs of the 

group. 

Tutor 

Facilitated 

Discussion 

Reflective 

Learning 

Assess and 

evaluate the 

processes designed 

and their personal 

performance in a 

scenario based 

setting. 

This is an off course task – Participants are asked to submit a 

500 – 800 word reflection piece on their process of applying 

the learnings from the course.  

Off Course 
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Appendix 12.8: Introduction to PA – Online Delivery Summary 

Colm Clear / Denise Martin October 2020 

 

Session 1 

Pre-session  Create Zoom link on Portal & ensure all participants have access 

 

Session Delivery 

Time Content Resources Delivery 

7.30 Welcome – Introduce ourselves 

Participants introduce themselves – Name, County, Club 

Slide 1 & 2 Colm 

7.50 PA Expertise Task – Part 1 

• Explain task 

• Allow 1 min to prepare data collection template 

• Participants 1min each 

• Co-presenter to organise breakout rooms 

Slide Colm 

8.15 PA Expertise Task – Part 2 

Groups of 3/4 review 15mins 

 Colm 

8.30 PA Expertise Task – Part 3 

One from each group has 90 secs to feedback to the whole group 

Debrief & Reliability 

 Colm 

 

Denise 

9.10 Prep for Session 2 

Needs analysis – [Task if time allows] 

 Colm 

 

 

Session 2 

Pre-session  Coach Role Play 

If there is a suitable candidate within the group to be the ‘coach’ for the next session, ask them if they 

are willing to participate in the role play 

If there is no suitable coach within the group – recruit a coach for this purpose 
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Video for Analysis 

Decide what footage will be used for the analysis task based on which code is most predominant the 

group 

 

Session 2 Delivery 

Time Content Resources Delivery 

7.30 Welcome Back 

Intro to PA 

Slide  Denise 

7.45 Needs Analysis Task – Part 1 

• Explain task 

• Tee up who is asking questions 

Slide Colm  

7.50 Needs Analysis Task – Part 2 

30 mins - Role-play 

10 mins – Tease out 5 variables to measure 

 Colm 

8.30 Notational Template Design  

10 mins - Sample Templates 

20 mins - Break into groups to design notational template – group 

upload to forum 

 Denise 

9.00 Notational Analysis Debrief 

Tutor uses forum to bring up each groups work – ask for feedback 

from the group 

 Denise 

9.20 Analysis Task Set up  Colm 

 

 

Session 3 

Pre-session  Collate feedback and stats from forms 

Allocate groups for final task in advance 

 

Session Delivery 
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Time Content Resources Delivery 

7.30 Welcome – Session 2 Feedback Slide  CC 

7.35 Show & Tell – Templates - Breakout Slide CC 

8.00 Reliability Study Debrief  CC 

8.15 Review Definitions – Breakout – Solving their issue 

Post in chat – allocate groups based on interest / hurling 

- football 

 DM 

8.45 Data Visualisation Theory  DM 

9.00 Discussion on improving presentation - Breakout  CC 

9.15 Data Viz Task – Presentation to coach / players on one 

area of performance – 1 page powerpoint 

 DM 

 

 

Session 4 

Pre-session  Engage a guest for the discussion 

 

Session Delivery 

Time Content Resources Delivery 

7.30 Welcome Back 

Feedback & session outcomes 

Slide  Colm 

7.35 Feedback Theory 

• Explain task 

• Tee up who is asking questions 

Slide Denise 

8.05 Presentations 

Break out groups 

 Colm 
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8.15 Groups present 

Tutor Debrief 

 Colm 

8.30 Course Review  Denise 

8.35 Discussion & finish  Colm 
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Appendix 12.9: Feedback from participants on each session of the 
Introduction to PA online delivery 

 

Session How 
would you 

rate the 
relevance 

of the 
content? 

 
1 = Not 

relevant 
5 = Very 
relevant 

How 
engaging did 
you find the 

session? 
 

1 = Not 
engaging 
5 = Very 
engaging 

How was 
the 

timing of 
the 

session? 

Please leave any comments / observations which you have that can 
help us improve delivery. 
 
Thanks for your time 

1 5 5 Just right 
Delivery of the course was good, the ability to work in break out 
groups was very useful. 

1 5 5 Just right 
Very interactive and engaging presentation that allowed each 
individual to share their learning with the group  

1 4 5 Just right 
To see examples of what some intercounty GAA analysis teams are 
doing and how they do it would be great 

1 3 4 Just right looking forward to next session 

1 5 5 Just right 

Very useful session from start to finish, very engaging and an ideal 
opportunity for each participant to learn from others who have  
similar yet very different levels of experience 

1 5 5 Just right 
Just explain some material a little bit more for people who may not 
have a deep knowledge of the subject matter  

1 3 4 Just right 
Maybe include a learning objective for the session - what we should 
have learned by the end of it? I enjoyed the session though 

1 5 5 Just right worked very well, even the collaborations 

1 4 4 Too long na 

1 3 5 Too long 

I'd like to see a lot more examples - there is loads of content out there 
from good PA's but no one seems to want to show their work to give 
beginners some idea of where to start or what your dashboards 
should look like. 

1 5 5 
Too 

short 
Time flew by, could have managed 3 hrs. While the content was 
excellent we didn't cover a huge amount due to discussions etc.  

1 5 5 
Too 

short A small bit more time as it felt a bit rushed at times  

2 5 5 Just right 
A summation of the assignment requirement should be emailed to all 
after the session .....  

2 5 5 Just right 
Enjoying all aspects and the building block approach to coding which 
is informative and practical.  

2 5 5 Just right Lots of very valuable learnings from this session 

2 4 4 Just right 
I don't think anyone should be tortured by watching Galway in the 
name of education 

2 5 5 Just right Excellent overall i felt. 

2 4 4 Just right Details/requirements of the assignment was a bit vague  

2 5 5 Just right 

very good session, good to hear others views on different topics. This 
is always the benefit of attending courses in person and that is being 
maintained via the online delivery.  

2 5 5 Just right 
In session 2, I'd maybe leave a little more time for the breakout 
discussion groups. 

2 5 5 Just right More examples of dashboards if possible 

2 4 4 Just right n/a 

2 5 5 Just right Another good session 

2 3 2 Too long 

I think the sessions are too long and focus on too much on what not 
to do rather than what should be done. It would be more beneficial to 
spend time doing things that are good practice than spending time 
doing the incorrect things and being confused until the end of the 
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session. 

2 5 5 Too long 

Think we could've been a bit clearer on our task for the week. 
Because session ran slightly longer, the instruction for this was rushed 
a little bit. Session itself was excellent 

2 5 4 Too long Perhaps live analysis would be useful 

3 4 4 Just right Insightful evening once again 

3 4 4 Just right Practical real-life examples are very useful EG- Armagh v Kerry data 

3 4 4 Just right No 

3 5 4 Just right Breakout room time could be a little longer 

3 4 5 Just right N/a 

3 5 5 Just right 
The breakout rooms are brilliant - I think there could be more use for 
them. 

3 5 5 Just right 

Really enjoyed the group discussions this week, particularly dividing 
the breakout rooms for different codes. The hurling chat went down a 
treat! 

3 4 3 Too long N/A. 
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Appendix 12.10: Introduction to PA course – Pilot online delivery 
 

Total respondents 10 / 19 participants 

 

Response options Partially Yes   
Yes & 

Exceeded 
 

Were the expectations you had about the 

course met? 
1 5 4  

     

Response options Not satisfied 

Neither 

satisfied nor 

dissatisfied 

Somewhat 

satisfied 

Very  

satisfied 

Overall, how satisfied are you with the 

course? 
0 1 2 7 

Facilitator/Trainer 0 1 2 7 

Materials provided 0 3 3 4 

Overall content 0 1 4 5 

Duration 0 0 4 6 

Use of technology 0 0 5 5 

Topic relevance 0 0 2 8 

Off course tasks 0 2 5 3 

     

Response options Not well More or Less Well Very Well 

Encouraged attendee participation 0 1 1 8 

Explained the purpose of the workshop 0 0 3 7 

Thoroughly answered questions from 

participants 
0 0 4 6 

Presented concepts in clear and easy-to-

understand way 
0 1 4 5 

     

Response options Not likely 
Neither likely 

nor unlikely 
Likely Very likely 

How likely are you to attend another one of 

our courses in the future? 
0 1 1 8 

How likely are you to recommend this course 

to a friend or colleague? 
0 1 2 7 
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How could the course be improved?     

Make the content covered more about good practice rather than what not to do. 

Include more discussion and adopt a more learn together approach rather than so many "lecture" 

approaches. 

I think the course really concentrates on empowering the analyst and giving them the tools to go off and 

do their work. At end of the day everyone’s requirements will be different.  

 

But I think a useful Thing would be if everyone had to give - minute on their techniques, what works well 

for them, what hasn’t worked, mistakes they’ve made in past and improvements they have implemented. 

 

Things like - red biro for 1st half notation, blue for 2md half or quarters etc.. mightn’t be immediately 

obvious to everyone as a good way to notate..  

More live analysis a must I think - it would have been worth a full night on its own  

Issue up to date stats dashboard used by top teams. 

More time on dashboard design  

More breakout room interaction, a lot good ideas discussed in them. Possibly a worked example of taking 

raw data (either notation or excel) through to visualisation on a dashboard. Seemed like a handful were 

very good at them and other weren’t sure where to start. I do know it would be a minefield to get into 

If assigned groups could be facilitated with a ms teams meetup to discuss assignment progress and share 

ideas etc...  between sessions, it would be of benefit.  

An additional specific session to discuss people's camera/software set up would be beneficial in particular 

to those starting out, although this topic was touched on a more comprehensive overview would helpful. 

Sometimes the sessions felt rushed, a couple of more sessions wouldn't go amiss to address this. 

I would have enjoyed another opportunity to analyse another game - maybe hurling this time.  

Just to see the various methods other people on the course used (after a few weeks of course) and how 

they would present stuff 

Maybe bit more of Denise's experience with various teams 

More breakout room activity and a bit longer time in them.  
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Any other comments or feedback     

Good course really enjoyed it.. 

Very human facilitators with an obvious live for the topic - would really like to have group discussed live 

action for analysis purposes 

Can you set up an open discussion platform on the course site for sharing information with the group and 

maybe setting up a WhatsApp group 

There were a few participants who didn't engage with the group as a whole, all should be encouraged to 

contribute...  

Enjoyable course 

Some people didn't really partake in the group activities and the task work. I'd like to see an expectation 

on everyone to take part at one stage or another.  
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Appendix 12.11: Draft Guide for Practice for review by coaches and 
analysts 

 

 

 

 

 

Gaelic Games 

Performance Analysis 

 Guide for Good Practice 
Draft Version 4.0 

(For review by coaches and analysts) 
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What is Performance Analysis? 

 
Performance analysis concerns itself with the discovery and communication of meaningful patterns 
associated with performance. It can help coaches to develop a clear picture of how their team and 
their players are performing on a collective and an individual basis. 
  
The discipline involves the systematic observation of actual sports performance. In plain language, 
systematic observation means that we watch performance and record it in a way that is unbiased 
(objective), is accurate (reliable) and that it measures what we think we are measuring (valid).  
 
The goal is to analyse performance in order to discover elements of performance that coaches did 
not know or could not easily see and to then share those insights with the decision makers. 
  
Performance analysis allows us to properly assess performances as opposed to results - the final 
score of a game can hide a whole world of useful information.  
 
Meanwhile the enlightened use of performance analysis can help us to shine a light on what lies 
beneath; to reach beyond perception, biases and pre-conceived notions. Smart teams know that 
results do not always reflect performance and that, in turn, teams that are performing well will over 
time get better results than those that are performing badly (and winning) in the shorter term. 
  
Coaches, however, should not confuse data information with knowledge. Collecting statistics and 
video is one thing, but actually using that information to inform and influence decisions is something 
else entirely.  
 
Just because you have good information does not mean that you have good insight.  
 

Information is only useful if you can do something with it - it has to be actionable. Collecting 
information associated with performance does not make players better. That is just the first step. 
The skill is not in accumulating information, but in making sense of it and to then act on that 
knowledge. 
  
Done well performance analysis can lead to actionable insight which leads to better decisions and 
ultimately better outcomes. A good performance analyst can unlock the information, translate the 
patterns into meaningful knowledge which coaches can use to help a team of to get better. 
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Six areas in which PA supports Coaches & Players 

 
There are many ways in which PA can be used to assist coaches and players to reach their potential - 
these have been divided into six categories: 
 

Understanding Performance 

 
A manager has a vision for what a team can achieve during a season and knows what kind of 
machine is required in order to realise that dream. Working alongside the performance analyst the 
manager can create a statistical picture of what excellence might look like in terms of performance. 
The manager can then outline this vision for the team and work alongside the players to create a set 
of indicators which relate directly to how the team wants to play. Now the players have something 
tangible to aim at and a set of standards that they can hunt down. 
 
PA can create opportunities for: 
 

• Coaches to communicate their philosophy of play and game plan to the players in different ways 
to ensure it is understood 

• Coaches and players to access and understand the elements of optimum performance and to 
apply this knowledge to a set of relevant targets 

• The club/county to gather and archive performance information in a sustainable way for future 
use 

 
Example - Establishing what was the average score for and against of the winners of the league 
and/or championship you are playing. By having this, it allows you to set realistic targets to be 
successful. 
 

Coaching & Monitoring Practice 

 
Performance analysis should not be limited to just games. When PA is used to video or monitor 
training sessions, it can prove a valuable tool to help players to review and reflect on their individual 
displays. Additionally, PA can also help the coaching team to assess if their training sessions are 
creating game conditions for players. 
 
PA can facilitate opportunities for: 
 

• Coaches to record and review training performance 

• Players to review and reflect on their training performance 

 
Example – If shot location is a measurement within games, then this should be recorded as part of 
coaching sessions. This will allow for refinements of measurements, reinforce the importance, and 
allow players to interpret the information and put the learnings into practice immediately  
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Pre-Game 

Successful teams use numbers to track issues and to set benchmarks for the team and for individual 
performance. The output of a team and individual players can be assessed based on a comparison 
with their peers i.e.  how do your numbers compare to the leading sides in the competition? How 
about the output of individual players?  
 
PA can facilitate opportunities for: 
 

• Coaches to understand their own team profile and evaluate opposition strengths and 
weaknesses in that context 

• Coaches to communicate, demonstrate and discuss team tactics and specific individual roles, and 
ensure they are understood by players 

• Players to analyse and reflect on previous performance and contribute to strategy discussions 
 
Example – We have established that the opposition team can favour a bunch and break structure for 
their kickout.  In advance of the next game we will establish the best system based on the players we 
have to negate this tactic. 
 

In-Game 

It is of little practical value for the performance analyst to present the coaching team with a whole 
series of numbers in-game or during the half-time interval. Therefore, it is important for the analyst 
to present the coaching team with just the important information which will help them to make an 
impact on the game - the complete statistical record of the contest can be studied post game. 
 
PA can facilitate opportunities for: 
 

• Coaches to receive filtered performance insights as the match progresses 

• The coaching team to receive an understandable summary of performance at half time 
 
Example – Outcome of puckouts. During the game we are measuring the outcome of all puckouts 
i.e., shot, turnover or dead ball. This will inform the effectiveness of short, medium or long puckouts 
and allow management and players to make adjustment accordingly. 
 

Post-Game 

Following each game, the performance analyst can deliver a comprehensive report which will 
identify how the team and the individual players performed with specific relation to the standards of 
performance that the group has set for itself. The positives associated with the performance can be 
celebrated via collective feedback, issues identified, and training tailored accordingly. 
 
PA can facilitate opportunities for: 
 

• Coaches to work with the PA to interpret the performance data and plan for feedback 

• Players to receive feedback in ways which promote reflection, understanding and learning 
 
Example – During the last game the number of times we were turned over in the tackle was much 
higher than expected. Using the video, the coaching team have established that there was one main 
causes of this, players receiving passes standing still and having no momentum to break one v one 
tackles. A 15-minute   discussion is planned for the next training session, showing video clips 
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successful and unsuccessful instances of when breaking the tackle occurred, which will be followed 
by a pitch-based session of games and activities to address the two issues.  
 

Point in Time Review 

At agreed points during the season the management team can press pause and take some time to 
reflect on the performances of the team. Some simple questions can be asked: are we on track to 
realise our vision for the team? What action can we take to stay or get back on track? Additionally, 
can we use performance analysis information better?  
 
PA can facilitate opportunities for: 
 

• The coaching team to review patterns in team performance after blocks of competition 

• The coaching team to review the effectiveness of PA provision and how well it supports the 
needs of the team; the quality, relevance and timeliness of the information, the levels of 
engagement and learning evident 

 
Example – The league has just finished and as a coaching team we are going to review the 5 key 
measurements that we have focused on so far. We need to establish if we are improving on each of 
the measurements and if we are improving on them are they having a positive impact on our 
performance. This will lead to many more questions but is an important place to start.  
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What does a Performance Analyst do? 

The role of a performance analyst has two parts; creating performance knowledge and designing 
opportunities for that knowledge to be understood and used to inform decision making. 

 

Creating Knowledge 

The first part is to create knowledge about performance, based on what the coach needs to know. 
The lighthouse diagram (Figure 1) shows the series of steps a performance analyst will go through to 
help a coach create knowledge. 

 

Figure 1.  A lighthouse diagram represents the aim of performance analysis to create knowledge and let it shine so others 
can see and understand it.  The foundations of the lighthouse show the important expertise analysts need and the body of 
the lighthouse represents the steps analysts take to create knowledge and translate it effectively.  

From: Martin, O’Donoghue, Bradley and McGrath (2021). Developing a framework for professional practice in applied 
performance analysis.  International Journal of Performance Analysis in Sport.  DOI:10.1080/24748668.2021.1951490     

 

The analyst and coaching team will work together to decide what is the most important information 
to collect, how much information they need and when they need it.   The information that you are 
collecting should be specifically relevant to the vision that the manager/coach has for the team.  
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The next element is to agree on operational definitions with coaches and players, to define game 
events such as a tackle, turnover etc. as coaches and players will have their own ideas and opinions. 
It will help buy in if coaches and players agree on clear operational definitions for whatever you are 
measuring. The analyst will then design the best system to collect data for that team, depending on 
the resources and needs. 

The analyst must make sure that all data collected (video, statistics or GPS outputs) are checked for 
reliability.  Reliability means information is accurate, unbiased, and based on the complete 
performance so it can be trusted by coaches. 

 

Designing opportunities for knowledge to be understood and used 

 

Reporting to the Coaching Team 

 

Information and knowledge are only valuable if it is understood and used. It is vital that analysts 
invest time to ensure that the coaching team really understand any information provided. The 
performance analyst must make sure that information is relevant, simple and clear so the coach or 
coaching team completely understand it.  Video is often much more powerful at landing this 
message with coaches than numbers.  Numbers are good at raising questions, video helps to explain 
‘WHY’ something is happening. 

 

The top coaches spend time with their analyst to do a review.  This review may be a quick phone call 
or a meeting, but it allows the coach and analyst to ask questions, debate and agree how to 
interpret what they have seen, for example – ‘how did bringing out a third midfielder impact our 
shooting chances?’ Some of the best coaches will design a strategy for training to address the issue 
without the need for a direct feedback session with players (Case study X). 

It is also important that everyone understands where the information came from and how it could 
be limited.  For example – a team or player profile based on just one game could be very misleading.  
It may be useful, but it is limited, and we know that profiles over more games would give a more 
accurate picture. 

 

Feedback to Players 

 

Coaches will use the knowledge and insights from PA to make decisions on team selection and 
design training sessions.  They will also want to give players an opportunity to learn from PA 
information.  Performance analysis knowledge is like a lightbulb, it is only useful when it is switched 
on – we need to think about how we create ‘light-bulb’ moments for players.  If you are using 
statistics with players, they will only buy in if they understand what they mean in context and how 
they help. 

 

Recent research asked Gaelic Games players what they wanted from PA feedback, and they said: 
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1. Players felt most engaged with PA when feedback came with instruction and explanation. 
   

2. Players want to be involved in short and specific discussion sessions where they feel they 
can debate the information and get guidance on how to use it to improve (no long boring 
sessions) 
 

3. Some players thought the best thing about PA was when the coach helped them see the 
positives also and gave them a different perspective about their game – particularly female 
players and young players new to PA (Catch them doing it right – human instinct is to look 
for negatives) 

(Michael Byrnes, Masters Research, IT Carlow 2020) 

 

it is vital for all coaches and analysts to think about how they give feedback to players based on their 
age and maturity, experience of PA and their ability to reflect on their performance.  Using open 
questions to ask players what they think and helping them figure something out, is much more 
effective than telling them the answer. 

This guide provides ideas on how to structure feedback and learning opportunities for players on a 
one-to-one basis, through team or small group meetings and via online platforms.   
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 How could your team/club benefit from the use of PA  

This section is for those who are new to PA and are unsure of how to begin to use PA practice in 
their club environment or who want to develop how they use PA. 

The first step in the process to give some thought to why you think your team environment would 
benefit from using PA.  

The questions and examples below may give some guidance on the most appropriate starting point.   

 

Rationale: 

Why do we need PA? 

- Be clear about the purpose of PA and share this with players and management 
o Practical example: Senior team: How well did the team deliver the game plan?  Without 

video this would be a matter of opinion   

How could PA fit into your coaching philosophy? 

- If you want to empower and educate players, use PA to create discussion and debate  
o Practical example… U12s, share a short clip of a prominent player scoring a goal/point with 

the team in advance of training.  Ask them about the roles of the different players involved in 
the sequence i.e off the ball runs to create space for others.   

What do you want to achieve with PA?  

- Set clear goals as to what you want from PA support  
o It’s important to note the performance analyst must be supported and integrated into the 

team. The role of the Performance analyst is to simply inform and support the management 
team and players. Performance analysis is there to help make coaches make better informed 
decisions. Empower coaches to empower players. 

-  

o Practical example: u17s Aim - Players are comfortable watching and reviewing personal 
performance [within team game plan] guided by constructive questions and feedback from 
coaches 

 

 

Circumstances: 

How much experience have players with PA, what is their readiness [their PA 
Age]?  

Not every individual will be comfortable with watching and reviewing their game to begin with.  
These broad approaches will assist in creating that positive learning environment  

- Be positive – when using video particularly at younger ages keep it positive - ‘Catch them doing it 
right’ 

- Lead with open questions – this ensures you probe the game understanding of the each player and 
you search for a response as opposed to making someone feel uncomfortable – what did you think of 
your game / defending / attacking runs?  Would you do anything differently? 
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- Create a culture where there are no wrong answers, just chances to learn and understand where 
players / coaches are coming from. 

 

How much time can management / players commit to PA? 

- A clear coaching message will require a lot of thought, time and discussion with the coaching 
team and lead players 

o Practical example: Senior team: Does the team have clear tactics and game plan?  Or an 
overall playing philosophy?   

o If the game plan is not clear, it is very hard to review how well the team did in carrying it out 
– how do you measure success 

o Time needs to be invested in distilling the game plan and coming up with ways to ensure the 
whole team understand how it works in practice 

o Ways to do this are through walk-throughs of scenarios on the pitch – who should be where, 
when; by using tactics boards or other visuals to show the players what you are looking for; 
video examples of other teams using these tactics and ideally, in time, video or your team 
doing it well. 

 

- Reviewing Performance 
o Practical example: u17’s/Youths – Players and coaches may not be available for a full review 

of performance   
o Record the game and show short summary (2-3 mins) to prompt review and discussion 

within the squad.   
o Keep it positive to increase engagement with all players and find a balance to include all 

players across the season i.e. scores created, defensive examples, team phases of play  

 
- No Video available 

o Practical example:  u15’s - Share content of passages of play from senior team through an 
online platform i.e. private YouTube channel.  Using more local practical examples might 
resonate better with the group.   

 

What resources have the team to commit to expertise and equipment for PA? 

- Time  
o Practical example: Resources doesn’t always have to cost €€, the successful inclusion of PA 

will most importantly require time from the coaching team to confirm team game plan, 
coaching philosophy, put a structure in place to review performance  

- Equipment   
o Practical example: u17’s - Using hand notation: could an injured player be recruited to notate 

simple metrics such kickouts, turnover location, scoring location.  Use this with match video 
recorded from an elevated position and it is the beginning of a simplified PA process.  Sample 
templates can be found HERE – LINK 
 

o Practical example: Seniors – Just because your intercountry team or Irish rugby use advanced 
software to support team performance, it might not be a good fit at club level.  Over time 
should the club require a software package there will always be a suite of options available – 
to get most value from the high spec. you will also require an experienced analyst to utilise it 
effectively  
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How can you recruit someone with the expertise and time to provide 
PA support? 

Experience and knowhow  

 

o An accreditation system exists within the GAA which will point your club in the 
direction of a skilled analyst in the surrounding area – 

https://learning.gaa.ie/accreditedanalysts 

 

Tips for starting with an analyst  

 

o Be clear about what the analyst’s role will be, what you expect and when.  The 
analysis post game can take time dependent on the depth required.   

o Integrate the analyst with coaching team – they need to understand what your plan 
is i.e. include them in coaches meetings 

o Video is the starting point – build from there, get the playing group comfortable 
watching and review their performance in a positive way with clear guidance 

o Spend time discussing how to define the different measures you want to collect - 
this is important for consistency across the season  

o Keep feedback meeting short and concise (<20mins) -  No more than 3 key messages 
per session 

o It will take Time – to build a robust and integrated PA system will take time i.e a 
number of seasons. Consider at the end of each season what can be improved upon 
and built upon the following year.   

 

  

https://learning.gaa.ie/accreditedanalysts


 

437 
 

A Guide for Practice for using PA in Gaelic Games 

Why do we need a Guide for Practice? 

The amount and level of detailed information coaches need will vary depending on which part of the 
Gaelic Games Pathway they are operating in.  Coaches at the early stages of the pathway will 
probably rely on their own observation.  As the pathway progresses, coaches may have someone 
video games so they can look in more detail and maybe use a notation template or software to help 
them structure how they watch the game.   

At the higher levels of the Gaelic Games Pathway, coaches, managers and players tend to look for 
more and more feedback on performance.  The time required to prepare this properly is often 
beyond a coach and they ask a performance analyst to support their role.  

This guide for practice provides simple advice for coaches on how to use performance analysis (PA) 
effectively in their coaching in three ways: 

1. Strategies to do your own PA 
2. How to get the best from a performance analyst 
3. How to find the right performance analyst for your team 

Context is everything in coaching and PA.  This section is a guide to help coaches and analysts make 
decisions about what is appropriate for their players and teams at any point in time. 
Looking at who would use PA, we divided the Gaelic Games Player Pathway into three groupings – 
Youths (ages 12-17; F3, T1, T2), Adults (T3/T4/F3 Adult) and Elite (E1).   

Considering the six areas in where PA can be used (Understanding performance, Training & 
Monitoring, Pre Game, In Game, Post Game and a Point in Time review), we have suggested what 
might be delivered at each stage based on the context and resources available.  

 

 

Figure 2.  Gaelic Games Player Pathway 
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Principles for PA Delivery 

Just as you as a coach have a style in which you conduct training sessions and no doubt have a way 
you would like to see the team play, your coaching philosophy.  An analyst will also work off similar 
guiding principles which will assist them in maximising the effectiveness of their time and effort.  
These can be individual but as a starting point might include:   

1. Trust is Everything  
a. Trust in the integrity of information, trust in the analyst, trust in the positive 

intention of the process  
2. Clarity of Purpose – The what, why, when, how, where & who  

a. Ensure that you are capturing the info/data that matters, not just that which is easy 
to collect  

3. Awareness of context/relevance  
a. Be aware of the operating reality of those around you, what matters may change.   

4. Create light Bulb Moments  
a. Help to create an environment where players are encouraged to problem solve as 

they play, creating learning opportunities by probing/leading with Q’s  
5. Catch them doing it right 

a. Players are more likely to positively engage and change behaviours when feedback is 
framed in a positive way  

b. Particularly at underage level, set the foundations for future years  
6. Allow time to reflect 

a. Strive to continually evolve how you operating by giving yourself the time to 
evaluate your input potentially after a session or at the end of the season.  Ensure 
we learn from our experiences and strive to continuous evolve and adapt to the 
operating environment  
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Analysis Tier 
Tier 1 of 
Analysis 

Tier 2 PA Tier 3 PA 

Stage 

F3/T1/T2 Youth  T3/T4/F3 Adult E1 

12-17 ADULT Elite Representation 

Minimum Resources  
Laptop /Tablet 
/Camera etc 

Notational, 
Projector 

Software 
GPS 

Timespend (Max) 

Coaches: 3 
Hours per Week 

Players: 
Exposure 30 

Mins 

Coaches:  10 
Hours per Week 

Players: 
Exposure 50 

Mins 

Coaches:  18 Hours 
per Week 

Players: Exposure 
1.5 Hours 

Guide for Practice  
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Understanding Performance – Training & Monitoring 
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Pre-Game & In Game Analysis 
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Post-Game & Point in Time Review 
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Working effectively with a Performance Analyst 

There are multiple ways in which teams and coaches will work with performance analysts.  Some 
analysts may be beginners, learning on the job, others will be experienced, accredited analysts. 

Regardless of the level of experience or expertise, taking time to create two agreements will help 
make the relationship between the analyst and everyone involved much more effective. 

The two agreements are a role description and a support agreement.  This section will explain what 
these are and how to set them up. 

Role Descriptors 

What you need from an analyst depends based on what stage of the Gaelic Games Pathway you are 
operating in, the readiness of your players to use PA and your resources. 

A role description will line out what you expect from an analyst in terms of their training, experience 
and personal qualities and summarise what you need them to do.   

The process of creating a role description is very powerful as it really makes the coach and 
administrators think about what type of person they want to have involved and who they will be 
answerable to. These are obviously useful if you want to recruit an analyst but are also used by 
established analysts to make sure everyone understands their role in the coaching team. 

It is important to note that any beginner analyst needs support and mentorship to do a good job.  
Where and how to get this support should be part of a discussion with a novice analyst.  It is vital 
that one of the coaching team supports the analyst to filter information. 

We have created four templates (in appendix), based on notional roles – please take these and 
change them to suit your context. 

PA Support Agreements 

PA support agreements are similar to role descriptions, but they go into a lot more detail on what 
exactly will be analysed by the analyst: why, how and when.  This is similar to a service level 
agreement in business and is very important for clubs or county boards who are paying for PA 
services. It is vital to agree in advance what work will be done, how long that will take and how much 
it will cost. 

PA is very time intensive and often this work is not seen, so it is really important to be clear about 
what exactly is expected from the analyst and how much time it will take to do each element of the 
analysis.  An experienced analyst will normally begin this process and work with the coach to 
negotiate and refine exactly what is required in a final agreement. 

We have put together a template (see appendix X) which you can modify for your own use with the 
following headings: 

 

Targets 

A PA support agreement should cover a specific period of time, usually in line with a competition. In 
Gaelic Games, the first target may be a league competition and PA agreement would be reviewed 
after this so it can be amended, if necessary, before the championship. 
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Aims for Delivery 

Consider what you want the PA support to help do for your players and team.  The overall aim may 
be to create an atmosphere where players are comfortable and confident reviewing and analysing 
video.  It may be to use video to ensure optimal learning opportunities at training sessions. 

Whether simple or complex, keeping in mind the overall aim of why you are using PA is very helpful 
when you come to reflect and evaluate if it was beneficial or not. 

 

PA Projects & Deadlines 

A PA support agreement should itemise each PA project which will be done and when it will be 
delivered to the management team or players.   

It may be useful to structure this along the six areas of support – what exactly do you expect the 
analyst to do pre-game, in-game and so on. 

Coaches need to discuss the level of detail they want from analysis, for example team or individual 
clips, so that an analyst can make a realistic estimation of how long it will take and how soon they 
can have it ready.  This is important, not only for analysts who are getting paid, but for volunteer 
analysts who often have other jobs which will take priority.  

As a guide, we estimate that an in-depth team analysis of a match would take Xhrs.  An In-game 
analysis should allow for travel time and for the analyst to be at the venue at least 1hr before throw 
in. 

Archiving and data management should be written into every PA support agreement as the club or 
county should have access to all the information generated by the analyst at the end of the year.   

Evaluation 

Make sure to give some thought to how the PA support will be evaluated and who will do this.  If 
there are clear aims and deliverable work projects, then this process will be a lot easier. 

Sign off 

The PA support agreement is usually negotiated with the coach and head analyst, but it is also 
important to include someone from the club / county board as a signatory from the outset.  
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How to find a Quality Assured Gaelic Games Performance 
Analyst 

 

Background to the Gaelic Games Accreditation Programme 

PA as a discipline has been embraced by Gaelic Games coaches since the early 2000s, however in 
2016, several issues were identified as posing problems for coaches, administrators and PA 
practitioners such as: 

1. Lack of certification in PA was making it very difficult for coaches and administrators to make 
judgements about who should work with their teams.   

2. There was no range of certifications at various levels which could be recognised and mapped to a 
framework of levels – eg. in Nutrition or Physiotherapy.   

3. There were limited education opportunities for volunteers to up-skill and currently no pathway 
for aspiring analysts to follow.  Many PA practitioners were self-taught, particularly the 
volunteers.   

It was decided that an accreditation process to verify Quality Assured PA Practitioners could address 
some of these key issues and begin to create an environment for the sustainable integration of PA 
into Gaelic Games coaching.   

The framework recognised the various models of PA delivery which exist within Gaelic Games, and 
aimed to support, in particular, analysts working voluntarily, with opportunities to recognise and 
develop their skills.  Since 2016, nearly 200 Gaelic Games analysts have put the effort in to become 
accredited.  Please seek out and use their expertise, you can find the list HERE 

 

Aim and Objectives of the Accreditation Programme 

 

Key Aim: 

To foster a philosophy of practice within the Gaelic Games performance analyst community which 
compliments and enhances the player pathway principles and values. 

 

Objectives of Developing a Quality Assurance System 

o To ensure players receive age appropriate high-quality analysis support empowering their 
holistic development 

o To provide a quality assured register of Gaelic Games analysts to coaches and administrators  
o To support the development of a community of practice for Gaelic Games analysts in line 

with the ethos of the associations 

The Accreditation Programme and Process 

Once a year, applications are invited for performance analysts to become accredited at Levels 1-4.   
All applicants must complete an accreditation workshop designed to develop their philosophy of 
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practice and application of PA in line with the holistic Gaelic Games Player Pathway Principles.  
Applicants must also sign a Code of Conduct.  

Their applications are then assessed based on: 

PA Competence  

This is the level of PA training and expertise they bring based on their completion of PA courses and 
experiential learning.   

All applicants state their training and must complete tasks to demonstrate their practice.  Level 4 
applicants must complete an additional 2000-word submission showing how they operate effectively 
at the elite level in Gaelic Games. 

 

PA Experience  

The amount of experience an analyst has delivering in a particular role is very important in aligning 
then to the level of accreditation.  Minimum requirements for a Level 4 analyst are 4 full seasons 
delivering and leading PA at senior intercounty, and the requirements differ for each level.  
Applicants are required to provide a reference to verify their experience. 

 

Finding an Accredited Gaelic Games Analyst  

Details of the accreditation programme can be found at https://learning.gaa.ie/accreditedanalysts 
and links at the bottom of the page list all the analysts who have been accredited by Level and 
county. 

  

https://learning.gaa.ie/accreditedanalysts
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Opportunities to Learn about PA 

 

In recent years, more opportunities have become available for people to learn about PA.  

Performance Analysis is a core part of some Gaelic Games coaching awards, but there are also stand-
alone opportunities to learn about PA and how to use it.  This section will guide you in what to look 
for in a PA course. 

 

Introduction to Performance Analysis 

An introduction to PA course should cover the following key areas: 

1. How to establish what is needed from PA by the coach and players 
 

2. How to design a system of observation which will collect the data needed so it is accurate, 
reliable and valid. 
 

3. How to interpret data and report trends to the coaching team to co-create knowledge 
 

4. How to design and deliver appropriate feedback and learning opportunities for players 
 

5. How to reflect and evaluate the effectiveness of each of the above steps in the PA process 

 

The course should give you the opportunity to collect some data, analyse and present it to tutors for 
feedback.   

 

PA Courses 

Gaelic Games Introduction to PA 

There is a Gaelic Games specific Introduction to PA which is delivered in four online sessions.  It is 
designed for coaches and analysts. 

Registration for this course is via the GAA’s E-portal and several courses runs between September 
and April annually. 

Other Education Providers 

Some of the Irish Universities run short Intro to PA courses and many of the analysis software 
companies also have offerings to upskill in PA. While it is great to learn how to use software, it is also 
very important to cover the key principles of PA outlined about. 

 

Other places to learn about PA 

Informal learning opportunities – webinars / twitter / conferences / shadowing / mentorship etc 
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How well are you using Performance Analysis? 

 

If you have some experience of involvement with an analyst, these questions will assist to guide a 
review of current practice.  If you answer No to any of the questions, there is probably room to 
improve how you are using PA.  

Remember, it will take a number of seasons to build a robust performance analysis system within 
any club or intercounty structure.  

  

Understanding Performance 

1. Can you clearly explain your philosophy / vision of how you want the game to be 

played?  

Yes / No 

2. Can you measure what good looks like – what numbers / metrics will indicate your 

vision / system is working? 

Yes / No 

3. Have you defined those metrics / performance indicators – and tested the definitions 

to make sure you and the analyst agree on a series of video clips? Do the players clearly 

understand what is being measured? 

Yes / No 

4. Are you happy that the information you have requested will allow you to make the 

best coaching decisions during matches and for program/session planning?   

Yes / No 

Training & Monitoring 

5. Do you use performance data to inform planning for training and games? Yes / No 

6. Is the timing / method of feedback designed with flexibility to accommodate player’s 

lifestyles and maximise player development?  Are the players aware of its purpose? 

Yes / No 

7. Do you deliver clear, short (20 mins) briefs / debriefs containing a maximum of three 

messages, accompanied by video where appropriate to illustrate your message? 

Yes / No 

8. Is there a clear link between the feedback messages and the design of your training 

sessions to address these issues?  Do you explain this to the players? 

Yes / No 

Pre-Game 

9. Does your analyst clearly understand the team goals and share the team philosophy? Yes / No 

10. Has the analyst adequate support to deliver a quality job? Yes / No 
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- Access to team game plan information, team dynamics 
- Access to effective communication facilities with the coaching team 
- Access to pitches / gantries – elevation to film / space to take stats 
- If inexperienced, has the analyst a mentor or anyone to learn from? 

 

In Game 

11. Is it clear which member/s of the coaching team will liaise with the analyst for 

planning and at critical times such as during the game and at half time? 

Yes / No 

 

Post-Game 

12. Is the statistical feedback clearly presented and easy to understand with the key 

points highlighted? 

Yes / No 

13. Do you or another coach make time to review, filter and decide on the key coaching 

points arising with the analyst? 

Yes / No 

14. Are you comfortable with the quality and consistency of video footage being 

delivered? Is it available from an elevated position? Have you access to more than one 

camera angle? 

Yes / No 

15. Is it easy for you to access and view match footage? Can you get fast access to a 

specific event or a player’s involvements? 

Yes / No 

 

Point in Time Review 

16. Do you feel confident to sit down with a player and discuss the strengths and 

weaknesses of their individual performance at various stages in the season? 

Yes / No 

17. Do you feel you own the analysis process and are driving it in line with your coaching 

philosophy? 

Yes / No 

18. Do you feel you get maximum value from PA for the time, effort and resources 

invested? 

Yes / No 

19. Do you feel the players fully understand the messages you are delivering through 

PA? 

Yes / No 

20. Do you sense that the players are starting to act on the new knowledge about their 

performance? 

Yes / No 
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21. Are you certain data are accurate?  Have you tested some stats from a video 

personally?  Have you asked what the reliability protocol is? 

Yes / No 

22. Diagnosing issues with your own or opposition teams – Are you sure the trends are 

stable – can you make assumptions about how a person or team will play from one or 

two games? 

 

Yes / No 
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Appendix 

Assistant Analyst (practicing at any level): Role Descriptor 
Template 

 

Role Summary   

The analyst works to support and assist the lead analyst with systematic and objective data 
collection and processing.   

They may or may not be embedded in the coaching team. 

 

Qualifications/Experience 

A typical candidate for this role would be an analyst looking for experience in delivering PA (possibly 
a PA, sports science or coaching student or Transition Year Future Leaders student) 

They will have completed the GAA Introduction to PA or similar training in PA principles and show a 
commitment to learning in this discipline. 

 

Role Requirements 

Understanding 

Performance 

-Assist in benchmarking performance. Find out average scores needed to win the 

competition.  

-Assist with clips of skills performed well (Catch them doing it right) 

Videos of county players or senior players in club of same gender for youth players 

Coaching & 

Monitoring Practice 

-Record data from training accurately and reliably. This may be by hand notation E.g. 

Turnovers, tackles and area where they are occurring 

 

Pre-Game Analysis -Assist analyst looking at opposition 

In-Game Analysis 
-Assist in gathering key insights that can be used by coaches and players 

Post-Game Analysis 
-Assist with reviewing performance  

Point in Time Review -Engage with the review process with lead analyst and team management and players 

 

Personal Qualities  

Set High Standards   
-Takes care and pride in their work  
-Fulfils responsibilities and operates with integrity  

Self Aware  
-Invests time to build relationships with those around 
them   
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-Awareness to know their role and remain within those 
‘boundaries’  

Adaptable   
-Possesses an ability to work on their own  
-Mixes their current understanding of the sport with 
requirements of coaching team 

Consistently Creative   
-Has passion & energy for performance sport 
environment   
-Applies new learning to meet team goals   

 

Code of Conduct 

The analyst should have signed up to the Gaelic Games PA Code of Conduct.   

 

Club Analyst Lead: Role Descriptor Template 

Role Summary  

The analyst is embedded in the club coaching team and will collect objective performance 
information based on their needs.   

The analyst will provide timely, clear, relevant, and understandable information to coaches and 
players.   

He or she will work closely with the coaching team to design positive learning opportunities for 
players based on their readiness to engage with feedback. 

Qualifications/Experience 

A typical candidate for this role would be an analyst with at least 1 full season of delivering PA as an 
assistant.  

The candidate should hold the Gaelic Games PA Accreditation at minimum Level 1. They will have 
completed the Gaelic Games Introduction to PA or similar training in PA principles and show a 
commitment to learning in this discipline. 

Role Requirements 

Understanding 

Performance 

-Benchmarking Performance from previous seasons 

-Conduct a needs analysis of coaching team and players 

-Negotiate a PA support agreement with coaching team at the beginning of 

season -Have a clear understanding of the teams principles of play 

Coaching & Monitoring 

Practice 

-Record data from training accurately and reliably. Include some video clips to set 

focus of session.  

-Capture of specific elements during training- Multi discipline integration eg GPS if 

available 

Pre-Game Analysis 
-Design a system to capture, analyse and feedback appropriate information based 

on agreed performance indicators 

-Tactical Profiling and team selection 

In-Game Analysis 
-Design and apply notational analysis templates and Coding templates 
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-Record data from match performance 

-Code key events in software or apps objectively & reliably 

-Facilitate an effective half time by providing accurate and relevant insights 

Post-Game Analysis 
-Process and refine data into an understandable and accessible format for in 

depth analysis by coaches   

-Facilitate the coach led delivery of appropriate feedback to participants in 

multiple formats   

Point in Time Review -Review processes on an ongoing basis 

 

Personal Qualities  

Set High Standards   
-Takes care and pride in their work  
-Fulfils responsibilities and operates with integrity 

Self Aware  
Displays empathy and understanding  
-Invests time to build and foster relationships with 
those around them  
-Awareness to know their role and remain within those 
‘boundaries’   

Responds to Context  
-Mixes their current understanding of the sport with 
requirements of coaching team  
-Tailors behaviour, approach and messaging 
appropriately to varying situations   
-Possesses an ability to work on their own 

Consistently Creative   
-Has passion & energy for the 
performance sport environment   
-Challenges their own ability   
-Applies new learning to achieve results  

 

Code of Conduct 

The analyst should have signed up to the Gaelic Games PA Code of Conduct.   
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Underage Intercounty Analyst Lead: Role Descriptor Template 

 

Role Summary 

The analyst is embedded in the coaching team and will collect objective performance information 
based on their needs.   

The analyst will provide timely, clear, relevant, and understandable information to coaches and 
players.   

He or she will work closely with the coaching team to design positive learning opportunities for 
players based on their readiness to engage with feedback. 

 

Qualifications/Experience 

A typical candidate for this role would be an analyst with at least 2 full seasons of delivering PA, 
ideally at least 1 season in a leading role. 

The candidate should hold the Gaelic Games PA Accreditation at minimum Level 2. They will have 
completed the Gaelic Games Introduction to PA or similar training in PA principles and show a 
commitment to learning in this discipline 

 

Role requirements 

Understanding Performance 
-Conduct a comprehensive analysis of the needs of the coach, team, individuals and 

support staff for the season   

-Design and apply systems for optimal use of computer-based sports analysis systems 

which facilitate data collection in games, training and post-match   

-Have a strategy around data, video library and analysis process (GDPR) 

-Select appropriate game based key performance indicators for measurement   

Coaching & Monitoring Practice 
-Design and apply notational analysis templates and Coding templates for trainings 

-Record video and data of trainings 

-Record notational analysis data accurately & reliably 

-Code key events of training in software or apps objectively & reliably   

Pre-Game Analysis 
-Collaborate with coaching staff to analyse, process and refine video and information  

-Design and apply notational analysis templates and Coding templates for trainings   

-Videoing training sessions  

-Opposition analysis- Prepare opposition clips team and individual 

-Compile highlight packages/Montages to review    

-Agree what should be prioritised for measurement during the next match 

In-Game Analysis 
-Record video and data of matches.   

-Record notational analysis data accurately & reliably   

-Code key events of matches in software or apps objectively & reliably   

Post-Game Analysis 
-Collaborate with coaching staff to analysis, process and refine video and information 

-Building Database with data from past games so can be referenced and compared  

-Process and refine data into an understandable and accessible format for in depth 
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analysis by coaches   

-Facilitate the coach led delivery of appropriate feedback to participants in multiple 

formats 

-Compile highlight packages/Montages to review      

Point in Time Review 
-Oversee the dissemination of feedback, monitoring its uptake and impact 

-Critically appraise the impact and effectiveness of the system   

 

 

 

 

Personal Qualities  

Set High Standards   
-Takes care and pride in their work  
-Fulfils responsibilities and operates with integrity 

-Remains focused on personal task and wider team 
goals concurrently   

Self Aware  
-Displays empathy and understanding 
-Invests time to build and foster relationships with 
those around them   
-Reflective, always open and seeking feedback from 
others   
-Awareness to know their role and remain within those 
‘boundaries’    

Responds to Context or Adaptability   
-Mixes their current understanding of the sport with 
requirements of coaching team  
-Tailors behaviour, approach and messaging 
appropriately to varying situations   
-Possesses an ability to work on their own  

Consistently Creative   
-Has passion & energy for the 
performance sport environment     
-Constantly curious and consistently exploring creative 
ways of delivering role  
-Challenges their own ability   
-Applies new learning to achieve results  

 

Code of Conduct 

The analyst should have signed up to the Gaelic Games PA Code of Conduct.   
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Senior Intercounty Analyst – Lead: Role Descriptor Template 

 

Role Summary 

The analyst is embedded in the coaching team and will collect objective performance information 
based on their needs.   

The analyst will provide timely, clear, relevant, and understandable information to coaches and 
players.   

He or she will work closely with the coaching team to design positive learning opportunities for 
players based on their readiness to engage with feedback. 

The analyst may lead and manage a team of analysts to support the needs of players and the 
coaching team. 

Qualifications/Experience 

A typical candidate for this role would be an analyst with at least 4 full seasons of delivering PA, 
ideally 1-2 seasons of this would be with an intercounty adult team in a leading role. 

The candidate should hold the Gaelic Games PA Accreditation at minimum Level 3.  They will have 
completed the Gaelic Games Introduction to PA or similar training in PA principles and show a 
commitment to learning in this discipline. 

Role Requirements 

Understanding Performance 
-Leads and manages an analyst support team   

-Participate fully in coaching team planning and review processes   

-Design an appropriate and systematic programme of PA and feedback which 

monitors various aspects of performance in collaboration with a multi-

disciplinary team    

-Conduct a comprehensive analysis of the needs of the coach, team, 

individuals and support staff for the season    
 

Coaching & Monitoring 

Practice 

-Build a performance data archive which can be mined and referenced   

-Design and apply notational analysis templates and Coding templates for 

trainings  

-Record video and data of trainings  
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-Record notational analysis data accurately & reliably  

-Code key events of training in software or apps objectively & reliably   

Pre-Game Analysis 
-Benchmark performances against team/individual norms and expected 

outcomes   

-Collaborate with coaching staff to analyse, process and refine video and 

information   

-Design and apply notational analysis templates and Coding templates for 

trainings    

-Compile highlight packages/Montages to review     

In-Game Analysis 
-Record video and data of matches.    

-Record notational analysis data accurately & reliably    

-Code key events of matches in software or apps objectively & reliably    

Post-Game Analysis 
-Collaborate with coaching staff to analysis, process and refine video and 

information  

-Process and refine data into an understandable and accessible format for in 

depth analysis by coaches    

-Facilitate the coach led delivery of appropriate feedback to participants in 

multiple formats  

-Compile highlight packages/Montages to review 

Point in Time Review 
-Evaluating if feedback interventions to coaches and players meet their 

stated aims   

-Collaborate with coaching staff to review analysis, process and refine video 

and information   

-Critically reflects on the decision-making process employed at each 

judgement point.   

-Oversee the dissemination of feedback, monitoring its uptake and impact  

-Critically appraise the impact and effectiveness of the system 

 

 Personal Qualities  

Set High Standards   
-Takes care and pride in their work  
-Fulfils responsibilities and operates with integrity 

-Remains focused on personal task and wider team 
goals concurrently   
-Provides leadership and appropriate development of 
wider PA team   

Self Aware  
-Displays empathy and understanding 
-Invests time to build and foster relationships with 
those around them   
-Reflective, always open and seeking feedback from 
others   
-Awareness to know their role and remain within those 
‘boundaries’  

Responds to Context or Adaptability   
-Mixes their current understanding of the sport with 
requirements of coaching team  
-Tailors behaviour, approach and messaging 
appropriately to varying situations   
-Possesses an ability to work on their own  

Consistently Creative   
-Has passion & energy for the 
performance sport environment     
-Constantly curious and consistently exploring creative 
ways of delivering role  
-Challenges their own ability   
-Applies new learning to achieve results  
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Code of Conduct 

The analyst should have signed up to the Gaelic Games PA Code of Conduct.   

Gaelic Games PA Support Agreement EXAMPLE 

Analyst:  

Assistants:  

Team  

Coach / es: XXX 

Time Frame:  

Key Competition Target:  

Key Aims for Delivery: 

•  

•  

PA Projects: 

Project Details Estimated 
Days  

Understanding 
Performance  

  

Training & Monitoring   

 

Pre-Game Analysis 

Team / Individual 

  

In Game Analysis   

Post-Game Analysis   

Point in Time Review   

Archiving / Data 
Management 

  

Total Estimated Days  

Evaluation: 

Describe how the PA support will be evaluated and by whom 

 

Agreed By:                                                                                        Date: 
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Coach / Manager:                                       Analyst:                                   Club                         

 

 

Appendix 12.12: Letter to participants in the online feedback process 
on the draft Guide for Practice 
 

A Chara, 

 

Firstly, thank you very much for agreeing to give of your time and expertise in assisting us in compiling what we hope will 

be a valuable document for all members of the Gaelic Games family.  The purpose of this document is to assist those 

looking to understand and utilise performance analysis as part of their development of players and teams. It is not 

designed to have all the answers for performance analysis in Gaelic Games but rather be a high-level guide as to what good 

practice should look like when utilising performance analysis in all settings within Gaelic Games. 

 

Members of the Gaelic Games performance analysis sports science group have spent significant time and effort in 

compiling the document to this draft stage and believe it is now ready for both coaches and analysts to review the 

document and establish if it ultimately meets the needs of the target audience.  

 

As an accredited analyst we really appreciate you taking the time to assist us in this next stage of development for this 

guide for good practice. The process for gathering feedback from yourself and other analysts is as follows: 

 

1. We would ask that you review the document utilising the prompts in the template provided (see attached and 
explained further below) 

The feedback is categorised into 3 sections and we would ask that you focus on the content rather than the design for this 

review as we are waiting to conclude this feedback process before speaking to a designer (see feedback document for 

sample/specific questions) 

Stage 1 - general feedback about the document as a whole 

Stage 2 - specific questions for each of the sections of the document 

Stage 3 - any additional feedback about each of the specific sections of the document 

2. Join us for the group discussion to provide your feedback on Thursday the 4th of November from 8:00pm to 
9:30pm  

We will have specific break out rooms on the night for people to feedback their views having reviewed the document and 

following the different stages of feedback as detailed above.  
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Finally, we feel that formally evaluating the outcomes of our work is very important to the quality of the final document 

and all the work that has been done in PA in Gaelic Games over the past five years.  To this end we ask your consent to use 

the anonymised collective feedback from the group discussion to be used for research purposes.  You do not need to sign a 

form, by taking part in the discussion, we will assume that you are happy to consent for the feedback to be used in this 

way. 

 

Once again, thank you for taking the time to assist us with this and if you have any questions about the process or the 

document do not hesitate to contact me.  

 

Looking forward to meeting you all. Please see the link below for the online session next Thursday. 

 

 

 

Thanks again, 

 

Colm Clear 

Leinster GAA 

Learning & Development Manager 
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Part 1 - General Feedback 

For this section we would like you to give feedback on the content of the document as a whole. Some of the 

questions we would like you to consider here are the below. However, this is not an exhaustive list and please 

feel free to provide any additional feedback during the group feedback sessions: 

  What do you like about the document overall? 

 

 

Do you think this document will be beneficial to you in your role/s in Gaelic Games 

 

 

What would you change about the document overall? 

 

 

Is there anything missing from the document overall? 

 

 

 

Part 2 - Feedback on Specific Sections: This will be an opportunity to give detailed feedback on the 

different sections. We have phrased this into 3 specific questions. 

Section 

What needs 

to be EDITED 

What needs to be 

ADDED 

What needs to be 

REMOVED 

1. What is 
Performance 

Analysis 

   

2. Six areas in which 
PA Supports 

Coaches & Players 

   

3. What does a 
Performance 

Analyst do 

   

4. How could your 
team/club benefit 

from the use of 
PA 

   

5. A guide for 
practice for using 

PA in Gaelic 
Games 

   

6. Working 
effectively with a 

Performance 
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Analyst 

7. How to find a 
quality assured 
Gaelic Games 
Performance 

Analyst 

   

8. Opportunities to 
Learn about PA 

   

Any Additional Notes 
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Appendix 12.13: Feedback from analysts and coaches to the draft 
Guide for Practice  

Comments from Analysts & Coaches 

Do you think this document will be beneficial to you in your role/s in Gaelic? 

• Gives PAs some status, helps people understand and acknowledge the role 

• Really help club officials understand the value of PA to players 

• Reinforces role of PA as part of the performance jigsaw 

• Step in the right direction to help others in the club better understand what we do and how 
we can impact 

• Detailed document but simple enough 

• Puts a rationale behind WHY we do PA and can educate coaches - if they read it 

• Very comprehensive  

• Might make others appreciate how much work PAs do 

• Role validation - equity with other sports science practitioners 

• Appendix and job descriptions – positive 

• Pitched at different levels so very helpful 

• 6 areas - supporting both players and coaches 

• Players included is important and analyst part of the process 

• Breakdown of pre/in/post etc works well 

• timing next to groupings added nice context 

• Detail helpful when presenting to executives 

 
What do you like about the document overall? 

• Liked the 6 areas of PA - lays this out nicely for coaches in particular 

• Structure and practical examples 

• The whole document 

• Nice simple FAQs, like the lighthouse 

• Nice flow and easy to follow 

• Nice tool to have to give people 

• Sections as questions work nicely 

• Diagram on page 9 (lighthouse) - excellent 
 

What would you change about the document overall? 

• A bit highbrow - some of the language at beginning may be difficult of some or understand 

• Some of the language in the intro needs to be simpler - maybe in sections / bullets 

• More clearly connect to the Player Pathway 

• More about using PA at younger ages and how it can impact - right / left foot 

• Use of terms manager / coach interchangeably - tighten this 

• Take out the GPS 

• A little long - if it is possible to say more with less 

• More discussion about the technical skills that are needed as you progress as a PA 

• Questions on how well you use PA - Grading scale might be better - not yes or no 
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• Use images close to examples to keep people interested 

• Maybe a section around bringing in or harnessing people with appropriate technical 
expertise within clubs / counties 

• Clarify the word 'you' in the document - who does this refer to? 

• It is very text heavy at the moment - needs to be illustrated better 

• Section 9 - could it be put together differently? / structure 

• Section 9 - if answer no, it just ends. Package a little differently 

• Some confusion between section headings e.g section 3 (some tidy up needed) 

• Hyperlinked in to examples (videos, images etc) - accommodate different types of learners 

• Name - sounds a bit like a rule book 

• e.g. "Getting the best from your PA" 

• More of the diagrams similar to page 9 - more visuals across the doc 

 

Is there anything missing from the document overall? 

• Maybe amplify the need for the PA to be really embedded with the coaches in order to have 
an impact 

• An executive summary - snappy paragraphs / 2 pager- aimed at administrators essentially 

• Appendix with sample definitions from academic papers in different codes - would be 
helpful for novices and coaches 

• Link to where to go next to learn more 

• Direct PAs to do coaching courses 

• Add a 'purpose of the document' statement - who it is aimed at - the scope 

• More examples case studies - allow coaches to replicate this practice 

• Tailor examples - check average score example 

• Less text, more graphics make it easier to read 

• Testimonials from coaches who had used PA to make a difference 

• include / define what is expected from coaches and administrators in relation to the analyst 
- eg make sure your analyst is an integral part of the management team 

• Language in place talks about what PA 'can do' - could be more convincing 

• Offer examples based on small samples which is what we all have to deal with 

• Maybe an infographic for each of the 6 areas 

• Images of analysts at work, ideally with coaches -put a face on it 

• Maybe a section on innovation and improvisation - how to be resourceful and use what you 
have to the optimum - examples of what can be done for free 

• Section on Ethics - particularly if you are delivering for multiple teams - trust and integrity 

• Links / Signposts to resources - GAA Papers etc 

• Direct coaches to PA through Award 1 and this document 

• More detail regarding what software/equipment options etc 

• List of possible equipment that is needed 

• Direct to somewhere information is available e.g. LMS 

• Tie in to award 1 / 2 coaching 

• Link coaching with analysis - more practical examples 

• Full context with the numbers 
• Needs to be at a language that players understand 
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What is Performance Analysis? 
 
Analysts & Coaches 

• The introduction should include something on who the document is aimed at, who is the 
document for and what exactly the document aims to achieve 

• There should be more in there to define explicitly a PA as opposed to a statistician 
• Include an organizational chart of where the PA sits in a management/coaching group 
• If online add a video clip of a PA in action - what it looks like 
• The levels of performance analysis should also be in the introduction - someone might 

dismiss this at club level because they think it does not relate to them 
• There are two different strands of analysis: video and statistical analysis - this is not really 

mentioned and the distinction should be clearly stated 

2. Six areas in which PA Supports Coaches & Players 
 

• Lighten/soften the language - don't describe a team as a machine, don’t use the phrase hunt 
down standards (a set of standards is something to live by) 

• Use PA to identify issues with performance and then address those issues in training - go 
through the numbers with the players and then try to address it on the training field - review 
improvement after the next game - it is not just about measuring, analysis helps with 
training 

• Very important to educate coaches on what performance analysis can do for them - try to 
create a light bulb moment for the coaches 

• Use PA as a means to develop the team and the individual at training - use it to create a 
learning environment 

• Use PA to develop a facts-based approach to everything that you are doing rather than one 
based on opinion - make sure that the players know that what you are doing is facts based 
and it is there to help them 

• PA does not have all of the answers feeding into the total picture 
• People loved the structure of the explainer and then the examples, but wanted to see more 

examples included 
• Comparing your numbers to the leading sides in a competition is a dangerous thing to do 

since it does not take account of resources 
• Players need to be taught how to take feedback - many take it personally. PAs/coaches also 

need to be taught how to deliver feedback 
• Include the performance analysis cycle in this section - people are visual learners 
• PA is not for the analyst or the coaches, performance analysis is for the players and to help 

how they perform on the field - this gets forgotten coaches love data but the point of the 
entire thing gets lost - the aim is to educate the players and change their decision making on 
the field - to influence behaviour 
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3. What does a Performance Analyst do? 
 

• Love the lighthouse image on page 9, but for the sake of readability felt it should be bigger 
and have a page dedicated to  

• This would be a good section to add a graphic illustrating where the PA sites in a typical 
management or coaching structure 

• Very important that the PA and the coaches agree at the start of the year on the role of the 
PA in order to avoid disagreements later - it is critical to have the role defined, to know 
where the responsibilities of the PA begin and end - expectations can vary from 
management team to management team 

• The PA needs to know the system of play that the management team has in mind and to 
then tailor their approach to suit that 

• The ability to communicate is huge - who can the PA go to during a game - keep the number 
of stats communicated to a management team to a minimum during a game - reduce it to 
key items, help he/she to make a decision, don’t confuse the issue - you only have seconds 
to grab someone's attention and help a decision maker to actually make a decision 

• Giving feedback to players is massive - actually doing a presentation to players is a skill 
• Again, be careful about the language used in this section - who is your target audience? 
• The development of operational definitions is very important - you should be using a 

common language to develop understanding so that everybody knows what something 
means - simpler operational definitions are key so that everyone understands what you are 
talking about it becomes embedded in the conversations of the team; players will use it 
when talking to one another 

• One coach felt that the reference on page 11 to “particularly female players” was sexist 
• The mention of GPS was an issue - is this PA or is sports science? 
• The last line on page 9 should be in bold since it is the “most important sentence in the 

document” - the last line on page 9 is: “The information that you are collecting should be 
specifically relevant to the vision that the manager/coach has for the team” 

4. How could your team/club benefit from the use of PA 

Analysts & Coaches 

Edited 

• The role of the PA needs more expansion - "what do you want to achieve with PA pg12 

• The section is a bit wandering - different tone to the rest of the document - this needs to be 

edited to make it flow 

• Potentially a bit long and could be shortened 

• Could it be split up into sections whereby it would apply to specific people/roles -  e.g. if you 

are a club chairman how it can benefit the club 

• The PA should have a meeting with the club and explain what they do - get off to a good 

start 

Added 

• Visual needed in particular for the why do we need a PA 

• Highlight the importance of analyst - make it stand out 

• Document the importance of knowing PA age of coaches and players 
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• Resources- what equipment is need for a club (guidelines) – use the story of a club spending 

€3,000 on a camera thinking it was the right thing to do. 

• Does the management team know what PA can do or is it get someone in 

• The idea of creating a PA culture within the club - support each other to develop - show a 

case study i.e. senior clips shared with juvenile 

• Visual summary of each chapter 

• Info in the guidelines for GDPR / Data storage 

• Have a club PA roadmap 

• Coaches only remember 30% of what happens in a game - help coaches to appreciate what 

they don't remember from a game 

• Emphasize that it is part of the player-centred approach to coaching 

• Explain how it would help players to improve 

 

A guide for practice for using PA in Gaelic Games 

Edit 

• Make the table bigger so that it is readable 

• Have links - direction to where to view the Gaelic Games Player Pathway 

• Is there a need for time as this can be very dependent? 

• Visuals of the principles need to change 

• Feedback - Does it need to be referenced as positive or constructive 

• Elite - the full analysis team working together to ensure consistency 

• Pages 18 and 19 do not match up - does not flow correctly - needs to be a consistent flow to 

the document 

 

Added 

• Opposition analysis - for the middle tier but ensure that it is appropriate - short and sweet 

 

Delete 

• The GPS from the resources 

 

Working effectively with a Performance Analyst 

Added 

• Include graphics and examples of what this means 

• What is required resources to support the analyst i.e. facilities, good practice i.e. projector 

screen in dressing room 

• Descriptor for in particular the targets 
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• How to share the content with the players 

• Could we include examples of approx timings i.e individual players 

• Dont take the analyst for granted 

• Should this chapter be moved closer to the start of the document - before chapter 4 and 

then how can you benefit from PA - makes more sense 

• The influence of the PA needs to be nailed down - their role at meetings, the value placed on 

them, part of selection, what is their exact role? 

• The role descriptor needs to be clear - needs to be clearly defined 

• Make a reference to the appendix to highlight the role descriptors 

 

Delete 

• Remove the reward reference 

 

How to find a quality assured Gaelic Games Performance Analyst 

Edited 

• Having a database at all is absolutely fantastic for the GAA to start with. Positive 

Added 

• N.B. Poster potentially to advertise 

• Tendency to go to Unis Vs Accreditation list - Really need to highlight 

• Description of levels....what is involved...elaborate more on these 

• Promoting database + work that PAs do - Marketing...increasing awarenss (Admin in clubs + 

coaches) 

• Opps. in Future Leaders? Skills of PA... acknowledge? 

• NB BETTER EXPLAIN Level 1-4 - Table from website into document  - (swop with graphic p 24 
table) 

• What the coach/manager is looking for - better inform them... 

• Is there a list of people who have attended courses/accreditation 

• Experience/CVs/mentors on database? Level "to sell" 

• Games Manager in Provinces - have details... Availability HUB - only for PAs looking for 
work? 

• Examples of peoples working at the levels 1-4 'Sample Profiles' what's involved - better 
inform decision making Roles/Response. etc. 

• Track assistants/development opps BEFORE Accreditation 

• Availability??  Needs to be managed? 

• As accredited PA quality assured  

Opportunities to Learn about PA 

Added 
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• Future leaders - more of this needed to EDUCATE/ATTRACT students with interest in data... 

• Arming those delivering Future Leaders with PA Resources 

• Appendix - based on levels - resources broken 

• Elaborate on the multi-facet discipline and all that is required.... 

• NB Need to Education Coaches 'Why' 

• YouTube Self Led Opportunities - key links/multi sport 'Key Search Terms' 

• Linked In Learning opps. – 

• Level 4 - different level of CPD/CoPs? Factor that document... 

• DEVELOPMENT on what I have.... e.g. 'How to' 

• Preserve Q&As 

• Informal learning opportunities 

• Name Universities short PA courses/details etc.  hyperlinks -on database PA community 

• Sample road maps/pathways....how people have got where they have... 

• Work placement for those interested to statt their journey? See if interested? 

• Online Wiki?(MODERATED) People can go ask Qs' 

• Mentorship Programme? Follow on introduced? More formal mentorship programme?On 
the GAA Portal? Outline this 'Pathway' in more detail 

• Suggestion that PA does a coaching course 

• Coaches need to know about PA and what it can do for them as well 

 

 

 

How well are you using Performance Analysis? 

Edited 

• Focus of wording needs adjust 

• Good as general overview... 

• Point in time review (More PA related e.g. 12-15 everything else more coach orientated) 

• Do you (the PA) understand the coaches philosophy?  

• Would a 1-5 scale better? Better define where you are at? Better than Yes/No 

• Have you had a clear discussion about metrics...? 

• Split/Distinguish or Rephrase... 

• FROM POINT OF VIEW OF PA? But separate from Coach 

• Separate documents or chapters? 

• Clarity.... 

• If you do answer no to the questions where do you go from there 

• Rather than using a yes/no why not use a 1-10 grade/scale 

• Maybe this needs to feature earlier in the document - should you end the document on this? 
Opportunities to learn more should be after this 

• We don't want to finish up on a no - we finish up with directions on where you can go to get 
the yes 

Added 
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• Introduction to state that this is focusing on Club manager/coaach is the main focus – 

• What does the coach want?  

• What about Players Feedback???!! 

• Infographic to provide the context...  

• Adaptabilty... 

• Capacity to give Player perspective?? 

• Players feedback/psychology of that too. 

• Differently worded Qs  

• Table that illustrates the difference of PA / Coach and overlap (Denise Research) 

• Combined role - articulate that better? This is a reality for club coaches! 

 

Remove 

• Is there too many Questions? 

• Prioritise key Qs' 
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APPENDIX 16: PUBLICATIONS 

 

Appendix 16.1: ECSS July 2017 - Searching for the Applied 
Performance Analyst - Martin et al  
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Appendix 16.2:  ISPAS - GAA Survey Presentation March 2016 
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Appendix 16.3: ISPAS 2016 - Martin Survey by Sport 
 

The variation in use and integration of PA between team and individual sports in an 

Irish context 

 

Martin, Denise 
School of Business, Institute of Technology, Blanchardstown, Dublin 15; School of Public Health, 

Physiotherapy and Sports Science, University College Dublin, Belfield, Dublin 4. 

Introduction 

The aim of this paper is to examine the variation in use and integration of performance 

analysis (PA) across different sports.  This analysis is important because it facilitates an 

understanding of the potential differences that exist between the needs of coaches in 

individual and team sports, and the PA support they are currently receiving. PA is seen as an 

integral support for elite athletes, thus understanding the patterns and gaps in PA support is 

essential to planning future PA provision in Ireland. 

Method 

A sample of 12,500 (minimum level 1 Coaching Ireland qualified) coaches were selected to 

complete an online-survey with 538 respondents across 37 sports.  The coaches were 

categorised as team (54%), individual (43%), or a multi-sport mix (3%). Responses of the 

coaches in the seven largest sports (72% of cohort) were also isolated. Coach’s responses to a 

number of questions relating to how they used and integrated PA were analysed. Chi Squared 

test was used to test association between variables. 

Results 

Team sport coaches used more PA (53% versus 47% individual sport coaches) and were 

twice as likely to have access to analyst-support (34% versus 16%, p = ˂0.001).  Individual 

sport coaches’ main PA use was for technical analysis (61%), while team sport coaches 

accessed match data first (68%).  Coaches from team sports had significantly more access to 

video (p = 0.00) with 50% using it monthly or more, compared to 26% in individual sports.  

They were also more likely to use PA to inform training on a regular basis (69% versus 47% 

individual coaches, p = ˃0.001). Knowledge was significantly more of a barrier to the use of 

PA for individual sport coaches (29%) than their team sport peers (18%, p = ˂0.008).  The 

proportion of the cohort represented by the seven largest sports and the PA usership per sport 

were as follows: Gaelic Games (27%: 49%), Athletics (15%:39%), Soccer (9%:56%), 

Rowing (6%:68%), Hockey (6%:50%), Rugby (5%:81%), Basketball (4%:55%).   

Discussion 

Results indicate that PA use and integration varies greatly between sports, and particularly 

between team and individual sports.  Our analysis revealed a pattern of relative sub-optimal 

use and integration of PA in individuals sports, where coaches using PA did not have 

widespread access to video, and less than half those surveyed did not use PA to inform their 

training on a regular basis.  Further research is required to explore these findings through 

qualitative interviewing with coaches and educators. The high use of PA in rugby is perhaps 

indicative of the strength of the professional game in Ireland and the ability for centres of 
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excellence to facilitate the dissemination of sports science practices such as PA, in a top 

down model. 

Conclusion 

Coach educators and designers of PA service provision may need to target the PA knowledge 

base of coaches, particularly in individual sports on the effective integration of PA into 

coaching practices.  Team sport coaches are potentially more likely to need support to 

manage and maximise the impact of performance analyst support. 
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Appendix 16.4: Martin et al 2017 - The Use, Integration and Value of 
Performance Analysis to GAA Coaches 
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Appendix 16.5: Martin et al 2018 - The Use, Integration and 
Perceived Value of Performance Analysis to Amateur and 
Professional Coaches in Ireland 
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Appendix 16.6: Martin et al 2021 - Developing a Framework for 
Professional Practice in Applied Performance Analysis 
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Appendix 16.7: Steps to Engaging a Role in Applied PA - Martin et al 
2021 – ISPAS 
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Study Information Leaflet  

 

Project Information  

Project Title: An investigation of professional practice in applied performance 

analysts 

Lead Researcher: Denise Martin 

Supervisor:  Dr Denise McGrath 

Undergraduate Research Team:  

Ciara Browne; Alexander Chambers; David Woods; Peter McSwiney; Aisling Powell, Lorcan Healy  

University College, Dublin, School of Public Health, Physiotherapy and Sports Science 

 

What is this research about?  

The aim of this research is to help us to understand what applied performance analysts do in their 

professional practice and how they do it. 

Why are we doing this research?  

We, (Denise Martin and Denise McGrath) have completed a study of nearly 20 years of research 

literature on Applied Performance Analysis, and from our findings we have proposed a Framework 

for the Delivery of Applied Performance Analysis. 

In this investigation we want to present the proposed Framework to experienced applied 

performance analysts and leading academics to get your feedback and assessment on how it relates 

to applied practice. 

Why have you been invited to take part? 

You have been invited to take part as we feel your experience in the PA discipline means you are in a 

very strong position to assess how our proposed Framework relates to applied practice. 

What will happen if you decide to take part in this research study?  

If you decide to take part in this research study, you will be asked to complete the consent form 

attached and answer some questions about yourself, your age bracket, gender, qualifications and PA 
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experience.   You will also be asked to complete a checklist of the PA processes you do / do not 

undertake. 

You will then be invited to attend a focus group with other analysts or academics via Zoom software.  

In advance of the focus group meeting, you will be sent information about the proposed Framework 

for Delivery of Applied PA and asked to read it.  The focus group meeting will last for 60 – 90 minutes 

and will be audio-recorded. 

How will your data be used?  

The video recording of the focus group will be transcribed and then deleted.  You will be allocated a 

participant number to anonymise your contribution and any identifiable references made will be 

redacted.   

The discussions of your focus group and several others will be analysed and the feedback will be 

used to refine the Framework and propose an amended version. 

How will we protect your privacy?  

No information that could personally identify you will be used in any reports or publications from 

this study.  As stated, the audio-recordings will be transcribed, anonymised and deleted. Any 

potentially identifiable references made in the course of the discussion will be redacted or 

pseudonyms will be created. 

What are the benefits of taking part in this research study?  

There are no direct personal benefits to taking part in this study.  You may learn about applied 

practice in contexts other than your own.  The process may afford you the opportunity to reflect on 

your practice and your insights may contribute to our knowledge of professional practice in PA. This 

knowledge will be used to train applied analysts in the future. 

What are the risks of taking part in this research study?  

Discussions on professional practice inevitably involve sharing stories and insights.  Participants 

should be mindful of the risk of naming organisations, coaches or athletes and revealing information 

unintentionally.  

Can I change my mind at any stage and withdraw from the study?  

You can change your mind and withdraw from the study at any stage.  If you change your mind after 

the focus group and would like to withdraw your contribution, this can be done by emailing the lead 

researcher: denise.martin@ucdconnect.ie, before your contribution has been anonymised. 

mailto:denise.martin@ucdconnect.ie
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How will I find out what happens with this project? 

Our findings will be compiled and a paper will be drafted for publication in a scientific journal.  We 

will provide a draft of the final paper for all focus group participants on request. 

 

Contact Details for further information:  denise.martin@ucdconnect.ie 

 

 

  

mailto:denise.martin@ucdconnect.ie
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Study Title:  

An investigation of professional practice in applied performance 

analysts 

Participant Consent Form  

 

Please complete the form electronically and return to 

denise.martin@ucdconnect.ie  

 

I have read and understood the Participant Information Leaflet. Yes / No 

I have had the opportunity to ask questions and discuss the study.  Yes / No 

I have received enough information about this study. Yes / No 

I consent to the focus group being audio-recorded on Zoom. Yes / No 

I consent to my interview being transcribed using NVivo software and data (e.g. 

PA Experience) being stored on an encrypted drive for analysis. 

Yes / No 

I consent to my audio-recording being destroyed after it is transcribed. Yes / No 

I understand that my data will be anonymized, and a de-identified copy of my 

data will be stored electronically  

Yes / No 

I understand that my anonymized data will be used to inform future research  Yes / No 

I understand that I am free to withdraw from taking part in the study without Yes / No 

mailto:denise.martin@ucdconnect.ie
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giving a reason. 

I agree to take part in the study.  Yes / No 

 

Participant’s Name: 

 

 

Date: 
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LS-E-21-266-Martin-McGrath Exemption – GAA Project 

 

Dear Denise, 

  

Thank you for notifying the Human Research Ethics Committee – Sciences (HREC-LS) 

of your declaration that you meet the criteria for a low risk study review.  Should the nature 

of your research change and thereby alter your low risk status you will need to submit an 

application form for full ethical review.   Please note for future correspondence regarding this 

low risk study that your Research Ethics Reference Number is: LS-E-21-266-McGrath-

Martin. This Low Risk Study is being approved on the condition that you observe the 

following: 

  

• Please note that HREC no longer process insurance cover on behalf of the 
researcher.  Researchers are required to complete a self-assessment form from 
the UCD SIRC office – please 
see   www.ucd.ie/sirc/insurance/humanresearchinsurance 

  

• External REC Approval and/or Permission to Access/Recruit Human 
Participants/or their Data: (if applicable) Please be aware that recruitment of 
participants or data collection should not begin until written permissions are 
secured from external organisations/individuals. 

• Researcher Duty of Care to Participants: please ensure that ethical best practice 
is considered and applied to your research projects.  You should ensure that 
participants are aware of what is happening to them and to their data whether a 
study is de-identified or not. All researchers have a duty of care to their participants 
who have the right to be informed, the right to consent to participate and the right 
to withdraw from the study. 

Any additional documentation should be emailed to exemptions.ethics@ucd.ie quoting your 

assigned reference number (provided above) in the subject line of your email. 

Please note that your research does not require a committee review and also note that 

this is an acknowledgment of your declared exemption status.   All Low Risk Studies  

are subject to a Research Ethics Compliance Review.  

Regards, 

Tom 

 

 

http://www.ucd.ie/sirc/insurance/humanresearchinsurance
mailto:exemptions.ethics@ucd.ie

