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McKeever: All right: we are going to try not to
trip over each other physically—with cords—
and verbally and mentally. We practiced this at
one o’clock last night, so we’ll see how well we
do. I’ve just been informed she added more
things when I told her we had enough for three
hours. So I don’t know where it’s going to go,
but bless her heart we’re going to try this here.
I wanted to start by talking a little bit about why
I’m personally so passionate about this topic,
and why I think this is the reason that you
see Berkeley and Teri McKeever have had a
huge amount of success. Huge: that’s a little
arrogant but a nice amount of success. I really
think that it is. I’ve said this before: what I love
about college coaching is I think it takes a
very individual sport and it adds a whole team
dynamic to it that’s different than a club or a
high school. I think that can be a very, very
powerful tool for performance in the water, and
probably most significantly for performance in
the workplace and in your family structure and
everything else.
I just wanted to speak a little bit about how
Kathie and our paths crossed. When I first
got to Cal, I very much struggled for a while.
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There was something that’s funny that Tim
says. I remember going to NCAAs and looking
at Northwestern, and first of all being attracted
to Kathie’s colorful outfits and their team. And I
kept going: “How are they getting all the relays
in the top-8 when there’s no individuals even
maybe in the top-16, and definitely not in the
top-8. Maybe one or two, but like every relay is
in the top-8. So it just made me think: people
are over-achieving when they’re swimming for
the team. I have never been one that’s really
reached out, well I hope I am now; but earlyon I saw reaching out and asking for help as a
sign of weakness. That if I said, “I don’t know
what I’m doing,” that people would think less
of me, that that would be used against me. I
was just at a place where I had to reach out to
somebody, and I called Kathie and she was in
a part of transitioning out of coaching.
I have worked with her, as her being my life
coach and personal coach, since probably
about 1999. I’ve had her work with the team
in different capacities. Since the last three
years, she has come on our team retreat that
we do at the beginning of the season. She
was with us last weekend, and one of the

things I would just want to throw out there that
I found is: when I would go on a retreat—or
I would do some of these activities—when I
was facilitating it or trying to run it myself, the
coach part of me was so concentrated on ‘am
I doing it right’, ‘am I gaining what I need to
accomplish’ and ‘what do I need to do next’,
that I couldn’t be part of the team. What’s
been really powerful the last three years when
she has come on our retreat for the last…
and it’s a 48-hour period, is I truly… and my
assistant, truly get to be part of the team. She
facilitates the activities, the discussions, and I
am not saying pay attention now, I’ll be back at
a certain time. She is doing all that and I pop in
as part of the team, and the team gets to see
me as part of the team; and I think that’s really
important. She has lots of good information
that she is going to go over, and then I hope
to add some of the practical things of how I’ve
use it over the years.
Wickstrand Gahen: So, good morning; thank
you Teri. I want you all to fold your hands in
your lap and look down. How many people is
your right thumb on the top raise your hand?
Okay. How many people is your left thumb
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Team Dynamics (Cont)
on the top, raise your hand? Okay. So you
have doing that since you’ve been in the
womb—you’ve been doing that, for some
of you, 60, 50 years. That is a habit that
you formed, and if I told you from this day
forward that you had to do it the opposite
way, it would take you a good three months
for you to do it successfully.
I think what happens with a lot of coaches and
athletes is: what you do is you work on it for a
week, you can’t do it and so people give up on
it. I hear a lot of times when people try things
they say: ‘Why try that?’ And I usually say,
well how long did you try that? And they’ll say:
‘Well, I tried it for a while.’ And I’ll say, how
long did you try that? And they’ll say: ‘Maybe
a couple of weeks.’ And I think it’s important
that you let yourself and your athletes know
that for any kind of behavioral change to
happen on a permanent basis, it takes you
consistently doing it for three months. That’s
a long time for athletes that like quick results
and coaches that like quick results.
So what I hope to do today is give you some
tools to add to your toolbox. I think as a
coach, it’s very important for you to have a lot
of different tools, and what I want to start with
is to talk a little bit about the stages of team
development. How many people know about
this? And a lot of people don’t—see Teri. A
lot of people don’t know the stages of team
development. If you have a master’s degree
and you studied family systems—which I
know a few of you in here did—they teach
you this anytime you have a group, where a
group is four or more people—so all of you
are in charge of groups. I consider myself
now a coach, but I also consider myself a
facilitator and the definition of a facilitator is
the one who brings out the best in others.
Facilitators don’t tell people what to do, they
ask a lot of questions. So I hope as a coach,
today, you learn some techniques that you
can also ask questions because that will
bring the best out of your athletes; instead
of telling people—I think coaches are really
comfortable with the telling part.
All teams, all groups, go through predictable
stages of development. The first stage…
these are the stages: Forming, Storming,
Norming, Performing, Transforming. Have any
of you heard those words before? Yes. Okay.
So I’m going to go through them and give you
an example of what this means to you and Teri
is going to talk about how it relates to team.

So the first stage is: Forming. It’s the
orientation stage. We’re all, right now, we’re
all forming right now. It’s what I call the niceynice stage: everyone’s polite, they put their
best foot forward. It’s getting-to-know-you.
When you start back in the fall, if you’re a
college coach or you’re an age-group coach,
it’s the first couple of weeks or two. These are
the questions that your athletes start to ask:
who are we, where are we going, how are we
going to get there, how should I behave, and
what’s my role going to be. So, for example,
if you’re role on the team has been one of a
leader and you go to a new team, you have
to start with a new role and how do I want to
show up on this team?
The next stage is: Storming. And this is the
stage that I think a lot of teams get stuck in.
They get… some conflict comes up, something
on the team happens, and you stay here and
you never get to the next stages that we’re
going to talk about here in a second. This is
the control stage. This is where your athletes
start to criticize your ideas. I encourage you
to welcome that as hardest there is to do. I
do not like people to criticize my ideas. How
many people like to be criticized? Raise your
hands. Okay, your athletes will all test you. I
believe the only way to real intimacy in life,
and intimacy is in to me I see, is through
conflict. So you can’t have that kind of team
that I think Teri creates on a year-in, year-in
basis—if you see your team, you can see
that—without going through storming.
So they ask: ‘Is this still a good idea that I’m
here; I don’t think I really want to be here?’
‘I’m really upset that I switched teams.’ ‘I
really wish I hadn’t come to this college.’ ‘I
really don’t think that the way you’re training
me is correct.’ You as a coach cannot get
defensive, which I think for most coaches
that’s the first thing you want to do. ‘Yeah, I
hear that you don’t think this is a good idea.
Wow, tell me more about why it’s not a
good idea?’ You defuse it, and it’s amazing
what happens when you just defuse it and
listen. People all of the sudden just love
you. What’s going on among us? Why are
we fighting? Who do we like? Who do we
not like? What are we trying to accomplish?
Why should we change? Why should I train
like this? This worked.
A lot of athletes and coaches get into: “This
worked 10 years ago, so I’m going to still
use it today.” How are we going to resolve

our differences? I believe as a coach and
we’re not going to talk about this today, it’s so
important that you teach your athlete some
way to resolve conflicts. How many of you
sitting here like conflict? (Raise your hand.)
Okay not a whole lot of people. How many
of you think you deal with conflict effectively?
Okay. Most people. And I especially find this
with coaches: they do not like conflict. They
don’t want to deal with it. Go figure that out.
You and Sally Joe and Susie and Bob, you
figure it out. If you don’t know how to deal with
conflict, believe me your athletes don’t know
how. There’s lots of good books about that,
and I was going to say a little bit about that but
Teri said we’d be here for three hours… I’m
not allowed to comment on that.
The next stage is: Norming. That’s the
cohesion stage. It’s: we are a team, we finally
feel like a team. Now some of you are going
to ask: how long does it take people to go
through these stages? I believe it’s how you
work with your team. If you’re inexperienced
with communicating with your team, it takes
a lot longer. If you’re good, if you’re an
effective communicator, you go through these
stages quicker. This is when you start to see
increased productivity. You start to see that
they’re getting it. You start to see that they’re
working more as a unit; not the unit you want
to see at the end of the season, but its better.
And the questions that you can ask your
athletes: ‘How can we work more effectively
together?’ ‘How can we support each other?’
‘What do we understand about each other?’
‘How can we make good decisions together?’
The next stage—there’s two more—is:
Performing. This is the go-for-the-gold
stage. This is when you get into task
performance. You’re focused on that.
What are we doing really well? What do we
work on? What do we want to accomplish?
What are we thinking about in the future?
You would hope that when you get near a
big meet that you’re at this stage.
Lastly, there’s the Transforming stage, and
this may not seem like a big deal. It’s the
goodbye senior, hello freshmen stage. Let’s
do it all over again. If you’ve been coaching
like Bob, there’s some people Teri has been
coaching for years. I asked Teri last weekend:
how many times have you gone through this
cycle and what did you say?
TM: Like 30.
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Team Dynamics (Continued)
KWG: Thirty-some times. If you’re a coach,
you have been through this cycle. And I think
for me, it helps me when I know what’s going
on in the team. This is the closure stage.
What have we accomplished? We need to
celebrate. What comes next? I was talking
to an athlete—a very, very good athlete that
was at Division IIIs—and she… there was
no banquet, there was no closure, there
was no celebration, there was nothing. And
I’ve been talking to her every week and she
is still… it’s September and she is still stuck
at NCAAs. There was no closure on their
team whatsoever. There was nothing about
celebrating what happened as a team, and I
think closure is so important. So how does this
relate to you?
TM: That’s my cue. The thing that shocked
me, I had seen this and read about things
and I was aware of this. when Kathie
brought this up in our retreat last weekend
and she asked the girls: how many people
have heard of this? There’s 25 women in the
room; none of them had ever even heard
of the concept. Which, to be honest, that
really surprised me. I don’t know where I
heard it the first time, but they weren’t even
really aware of it. So we just went over the
stages, so that they would know that that’s
predictable. Whether we understand it or
not, or know about it or not, it’s going to
happen. So by giving them that information I
hope that as we move through it, they’ll have
some realizations of why we’re doing it.
The other thing that came up and we
asked them: I, at different times, have
decided, wrong or right, to bring somebody
in mid-semester. Anybody brought a new
athlete in mid-semester? Okay, you start
at the beginning, okay. I might have been
performing, but the minute I introduce
somebody new, I have to go back up to the
top. A new trainer, a new academic advisor,
a new strength coach: anybody that’s
working with your group and has an integral
part in that is going to start the cycle over no
matter where you are in the season. I think
that’s something to really just be mindful of.
It doesn’t mean you don’t do it. I think just
as a coach you have to look at that and you
kind of weigh through the pros and the cons.
The other thing that I think has been really
helpful in our program is to really embrace
the conflict stage. I think they are just a lot
of people, maybe women, and college-age
women in particular. Kathie asked how many
people like conflict, it’s not like everyone went
like this physical motion, okay? I don’t think
it’s about liking it, but getting more comfortable
with it. I don’t really like conflict, but I’m more
comfortable with the idea that that’s going to
happen and that I need… my job is to work

through that conflict. If it’s an athlete and me,
like Kathie says, to listen, to not get defensive,
which is very hard for me. I think it’s hard for
most people and then to set yourself up as a
coach on how to deal with it.

assistant, and that could be handled with
the captain—be mindful of that. That has
really helped, I think, our team operate at a
higher level. So those are the three things I
wanted to kind of bring up.

I don’t know about you. How many people,
when an athlete comes up and says, “Can
I talk to you for a couple of minutes?” You
just go, “Indiscernible 0:18:49.” Because my
mind goes, “Oh shit.” laughter Something’s
wrong. They want to talk. Something’s bad.
Oh, what did I do? Who did what? And
sometimes it is: “Teri, you know I want to tell
you blah, blah, blah….” And you feel good.
So now, if you want to meet with me and
you’re on the team, you’ve got to… first of
all, I just tell them that—exactly what I just
said to you. I let them know that when you
come up the way I’m wired, when you come
up and say, “I’d like to meet with you,” that
sends a shiver up my spine.

KWG: Thank you Teri. So I want to talk
about… we’re going to introduce a way of
having a team meeting. And before we do
this, I believe that most of us are like this
iceberg slide: that 10% of what you see of
the iceberg is above the water, and really
the majority of the iceberg is under the water
and you don’t see it. I think that’s true with
yourself and with your athletes. I see Aaron:
I see what you’re wearing, I see your glasses,
I know where you work. I know about you. I
know you’re image, what you show the world.
I might know a little bit about you.

So the first response will be, “Whoa,” and
then I’ll get in a place where I can go, “Okay,
how long will we need?” They always need
two minutes, which ends up to be 20 or two
hours. laughter. I think it’s teaching them what
do you need and being real with what do they
need from me. So if you tell me you need two
minutes, lots of times I’ll give you two minutes
and if you’re not done, that’s not my issue,
that’s their issue. I think you’re coaching them
on that. If they say they need 20, then they’re
realistic with what they really need, and I think
that’s an important skill to teach them as well.
They have to write down what they want to
talk about, or what our meeting will be about,
so that I can be in a place where I think that
I know where we’re going. I don’t like to be
surprised by things. And then, I think what
conflicts and its teaching. it’s not just you
as a coach, and your assistants are helping
resolve through any of these or being mine,
it’s empowering your team members.
We have 10 freshmen this year and it’s the
biggest class I’ve had coming-in in four years.
The seniors were a big class and this is the
next one. The other ones in between, they
have been, and some were, small and I’m
down to a sophomore class of one—because
through some of conflict, and through what
we are going through, Cal wasn’t the right
place or whatever. It was 3, and now we’re
down to 1: so it’s not like it was 10 and I
scared all of them away. I mean we’re down
to one person, and so all summer, as we were
moving through—even with the seniors last
year—we really talked about, as we were
introducing new people: you’re responsible
for teaching the culture of the team. What’s
important? Managing yourselves, bringing
conflicts that need to be handled by Teri, that
could be handled by Kristen Cal women’s

Really the important part, and I believe how
you motivate and inspire yourself and others,
is below the water line. What’s real about you?
What are you feelings? What do you value?
What are you excited about? What makes you
cry? What makes you happy? How are you
with your family? Really I think if you want
to touch your athletes and inspire them, you
have to get below that water line.
My other big belief is: if you don’t do that
with yourself, there is no way you are going
to inspire your athletes. When I work with
coaches typically this is how it goes: Okay, I
want that handout because I want to use it with
my athletes; tell me what to do because we’re
having this trouble; I want to do this with my
athletes. And I say, “Hold on; whoa. We’re not
even going to work on your athletes right now;
we’re going to work on you.” And that makes
people sometimes very uncomfortable. So I
want to know about you as a coach below the
water line and what’s real about you.
So this is a saying I like: “There is the part
who we pretend we are, the part that we’re
afraid we are, and then there’s the part that we
really are.” Last weekend when I was working
with Teri’s team, I would ask them a lot of
provocative questions, and some of them
would say, “I have no idea how to answer that.”
And I love that answer. I love when people are
willing to say: “I don’t know how to answer
that; I don’t know who I am.” My answer back
is: Are you willing to know that? Because to
go to the next level with what you’re wanting
to do, you’re going to need to know that. I
believe the reason athletes struggle is not
what you think it is, usually; it’s because they
lack self-awareness. They don’t know what
their strengths are; they don’t know what their
weaknesses are. They don’t have.
I loved yesterday when Monica Schloder, the
little ballet woman, was talking. I know that’s
not really how you call her… laughter a feisty
ASCA NEWSLETTER | 2014 EDITION 1
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ballet woman. She talked about some
great things yesterday, about awareness. I
think if you’re a coach, be aware of: what’s
my body language? How am I standing?
How am I talking? How am I coming off?
If I’m out to dinner with my team, am I on
my cell phone? If I’m talking to them, if
I’m being focused, if I’m being present. So
I really want you all to heighten your own
self-awareness and your team’s.
So, I’m going to present a topic, and I call it
a circle talk. You don’t have to call it this; you
can call it a team meeting. But typically, on
most teams, a team meeting is this: the coach
stands here point to dais and the swimmers sit
like you all are sitting. Now what inherently is
wrong with this picture right now? I’m not part
of the team. What else? There’s a big, huge
power dynamic and power difference.
TM: Differential.
KWG: Thank you: there’s a power differential.
I’m standing up, I’m the authority. The reason
why I call it a circle talk is because, when
you do this, you’re in a circle—and I think it’s
extremely important that you be in a circle.
Whether you’re a high school coach, an agegroup coach, or a college coach, you can
do this. For all you guys out there that are
thinking, “Oh here she goes, this is all touchyfeely,” touchy-feely equates to feelings. I’m
hoping all of you sitting here have feelings
because I guarantee you, your athletes do.
So I want you all, and I don’t think just men
have a problem with that by the way—so that
was a little stereotypical but I do think a lot
of men will say, “Oh, there’s that touchy-feely
stuff.” And I try to refrain that and say, “That’s
great. I love that you say that word. Let me
explain what that means to me. It means that
you’re having feelings.”
So circle talks are important so you can
express your thoughts and feelings. They
are not where you’re sitting there preaching
to them or saying ‘this is why we need to do
this.’ When you sit and talk to them, they
are usually tuned-out after 2, 3, 4 minutes.
When you do a meeting like this, they will
be engaged, and they will be more alive
and consequently down the road, they swim
better. It’s important that people are in a safe
and nurturing place, and I work very hard
when I work with teams to create safety. That
doesn’t just happen; you don’t just say to
people: “Okay, feel safe, be trusting of me,
sit down and let’s go.” It happens over time.
So we go over the guidelines, we sit in a circle,
we do something called a check-in and we do
paired-sharing. Now a check-in, Teri I’m going
to have you model a check-in, would you?
laughter
6
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TM: This is the slide she added.
KWG: Yes. laughter I wanted her to be
surprised.
TM: I would just like to say too that, as a
coach, it’s not practical every time you have a
meeting, or you have something you want to
go over, to sit in a kumbaya circle and checkin and do paired-sharing and everything.
KWG: No.
TM: So sometimes I use different
techniques. But I do think it’s really important
to look at the dynamics of where you’re
meeting. If I want to go over something a
little more serious, I’m not going to have that
on the pool deck, while the men’s team is
walking out, getting ready to go in the water;
because they’re not going to hear anything I
said even if we are in a circle. I just think it’s
really important to look at that and if you do.
The last three meetings that I had before I
came here were about rules on our team and
what the expectations are. I purposely put
them in a situation like this, and I stood before
them because those are non-negotiable
things. This is what you’re going to do. This
is the way I’d like to have it done, and even
make that a little softer. I just sat down in
front of them and did it. I think there’s a lot of
different ways that you can think of.
But a “check-in” is just going around, and
it kind of sounds silly but, “my name’s
Teri and today I’m feeling excited and I’m
looking forward to the meet” and then they
would go around.
KWG: Yeah, so it doesn’t have to be
anything all real… it’s just they say their
name, they say how they’re feeling and
you might ask them to check-in with how
they feel about the upcoming meet. And
you tell them there’s a time limit.
Paired-sharing, I’m sure you all know what
that is, but when this is really important to
use is… let’s say you’re in the Storming
phase, and there’s some conflict on the
team. I could throw out all sorts of different
conflict. But let’s say there’s some conflict
in the team. This is a perfect time to do
this. Get a partner; get somebody you don’t
know very well. Have a seat. And then I’m
going to give you all sorts of questions you
can ask. So these are guidelines.
TM: You know what, can I go back?
KWG: Yes please.
TM: The paired-sharing, I use that a lot at
times before a meet. I might say we’re going
to warm-up—like literally right before—and I’ll

go: “Get a partner.” The other thing you’re
teaching them is looking each other in the
eye when you paired-share. Like Kathie and
I are not paired-sharing right now because
we’re looking this way; we’d have to look at
each other. And paired-sharing is I talk, she
listens, and then she talks, I listen. It’s not
a conversation. It’s just one person talking.
And I might say, “All right the person with
the longest hair go first and share what
event you’re most looking forward to
swimming in the dual meet today.”
Twenty seconds later, switch. And then,
“Okay what do you know about the
opponent?” Twenty seconds switch—and
you might have like five things—and then
I like, “What do you think our team goal
ought to be for this dual meet?” Switch, flip,
and then that might be one that I open up
and go, “Okay give me three things we’re
going to work on this afternoon?” Turns,
being encouraging, and making sure we
do warm downs between events—so now
we’ve got team thing. They’ve got some
little interaction with the teammate, and
then we just go do our stuff. Then at the
end we check-in on what the three goals
were and how we did on them.
KWG: Great. Okay, these are guidelines
to team meetings, so we’re just going to go
through these really quick. If Teri and I feel like
there’s one we want to say something about
we will, okay? So number one, you always…
and I think it’s important that you come up with
your own guidelines for your team. Number
one: you always have permission to pass.
TM: Second one: respect the start and stop
time. I think for me, that’s huge.
KWG: I have worked with Teri for years, and
I can guarantee you this is true. I have never,
ever been to a meeting that she’s run—and
I’m guessing I’ve been to hundreds—where
they have ever started late or any of her
athletes have been late—ever, ever. So her
athletes respect time more than any team I’ve
ever been on, and I’ll tell you I’ve worked with
teams where the coach is late, the athletes
are late. I’m supposed to start at nine, we end
up starting at 9:45 and the coach didn’t really
care, the kids don’t really care. And I’m telling
you that transforms into the team culture and
how they swim.
Use “I” statements when talking about you—I
have a slide about this in a second. I’m a big…
I think this is really important.
TM: Be an active listener; listen to and show
respect for the contributions of other team
members. I think that’s… we could go on: you
could do the whole presentation on what it
means to be an active listener. Body language
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Team Dynamics (Continued)
when you’re listening, and all sorts of ways
of engaging.
KWG: Listen with your heart and your ears,
not just your ears. I’m a big believer… when
I understand someone’s life and I know
where they’ve come from, I’m able to really
have a lot more compassion and empathy
and listen with my heart.
TM: Participate fully and encourage active
interaction. I’m sure your team is like my
team. Some people will talk all day. Other
people won’t talk at all. I think my job is to
tell someone to shut up sometimes, or that’s
enough or thank you; and then the other:
“What do you think?” Until you get to where
you feel like you’re… I think that shows them
that as a coach, you’re valuing everybody’s
contribution. Not by how long you’ve been
here, not because you talk. You don’t talk, but
you’re creating what’s important.
KWG: And I say if you go first, go last. If you
always go last, go first. If you like to talk a lot,
don’t talk as much. If you don’t like to talk at all,
I want to hear from you. I encourage people to
do the opposite, so they get comfortable with
being uncomfortable. Because, as athletes,
they’re constantly uncomfortable and they’re
trying to get back in their comfort zones. Your
job is to teach them how to be uncomfortable
on a regular basis, and be okay with it.
Next, avoid disruptive side conversations.
So you have to be willing to say, as she
said, “Be quiet.”
TM: React instructively to what might be
perceived as a negative comment. We
could just go on.
KWG: Everyone participates, no one
dominates—and that’s what Teri said a
little bit ago.
TM: Be succinct, avoid long examples and
stay on topic. I think that’s really important to
model that because we all know they will take
it the direction they want to go, if you let them.
KWG: Don’t be afraid to interrupt when
people are talking. I think interrupting is a
good skill and anything can be said with grace
and dignity. So I can interrupt and be a jerk,
I can interrupt and say, “Excuse me I would
really appreciate if you stayed on topic.” And
bring them back.
TM: Listen with your ears and with your heart.
KWG: Oh, I added that twice, sorry.

sarcastic homes, and I think with sarcasm
there’s always a little bit of truth: I don’t
really have the guts to tell you exactly
what’s going on or how I feel, so I’m
going to say it sarcastically because I’m
more comfortable with that. So I really
encourage your team to let go of the
sarcasm because a lot of people get their
feelings hurt with that but they don’t say.
TM: There are no dumb ideas, be open.
Minds are like parachutes they only
function when open.
KWG: Okay, one person speaks at a time.
When I have a circle talk, I have an object.
I have a wooden heart, and so whoever
is holding the heart, they’re speaking and
everyone else is listening. And when they’re
done, they put it in the middle of the room and
then the next person goes.
TM: I’ve had at different times… like we’re
the bears. I’ve had a bear, you toss the
bear, and when you have the bear that
means you’ve got the floor. So you could
make something, have one of your team
members make something—that’s a place
you can get creative.
Everything that is said here, stays here.
Confidentiality: for me that’s huge on our
team. That’s something that we don’t start
the retreat the first day and we’re down at
the bottom of the iceberg. I think people
need to really know… as a coach, I feel that
that’s really important to teach people: what
exactly that means. And I’ll go over really
specific examples of confidentiality. And
if we go on a retreat, Kathie does a great
job of this. What you can share, what’s
appropriate to share with a boyfriend or a
roommate. You can share like she always
says, you can share your experiences, not
talk about what someone else said at the
retreat or at a meeting or whatever.

present and learning new ideas, and I’m sure
that was a stretch for some of them.
TM: It helps too that we went to a place where
there’s no cell phone reception. laughter
KWG: Yeah, we purposely did that.
TM: So you can make that happen.
KWG: No alcohol or drug use. We were at
this retreat, and the person running it kept
going on and on and on about how there
was no alcohol use. And I love what Teri
said; she said: “Trust me they’ll have bigger
issues to deal with if that’s a problem.” And
what I can honestly say is, when we go away
on a retreat, that isn’t even an issue with her
team. That’s the culture, that it is.
TM: It could be an issue other places.
KWG: Yes it could be.
TM: Be inclusive; sit, talk, and exchange
with different team mates. I think that’s
really important too. Kathie talked about the
comfort zone. In the paired-sharing, people
will go to where they’re comfortable. Your
job is to, again, continue to stretch, and it
broadens the understanding of the team and
team members and I think that’s huge.
KWG: There are no negative feelings. Any
feeling is welcome, as long as it’s expressed
appropriately. And I like to teach people that
when people say, “I feel fine”, that’s not a
feeling. When people are learning feelings,
I have them stick to four: happy, mad,
sad, and fear. All feelings are covered by
those four. So if they have trouble—“I don’t
know how I feel.”—I have them pick one of
those. Are you mad? Are you sad? Are you
happy? Are you fearful? And that’s a good
springboard for them to jump off of.

KWG: No put downs. Listen to the speaker
without judgment or criticism.

TM: Talk only about what you think and feel.
Do not talk about what other people have
said. No crosstalk; focus on your feelings
about a topic.

TM: No cell phones, texting, computers. I
don’t know about you, but when I first started
coaching I didn’t have a handout that had
media policies. Now I have a media policy,
and we talk about when you use your cell
phone and when you don’t. Facebook, Twitter,
I have a couple of people that have – wasn’t
it Chad Ochocinco that got fined $10,000 for
tweeting on the sideline. That’s something
that I think we’re going to have to think about;
I hope I’m ahead of the curve.

KWG: So I wouldn’t say: “So Teri when you
were talking about your mom and how this
happened, boy it really made me sad.” I’m
not going to crosstalk; I’m not going to bring
up in a circle talk that someone else said.
I’m going to keep it to myself, and, as the
facilitator, I make sure that people do that. I
will interrupt and say, “I want to hear about you
and your feelings.” Because a lot of people
are uncomfortable about that, so they’ll try to
talk about someone else.

KWG: At the retreat, they were not allowed
to be on their cell phones. For three days
her team, they were not on their cell phones.
They were not on their computers. They were

And then lastly, we say what other ones do we
need to add?

TM: That’s okay. You’re good.
KWG: No sarcasm: it’s the major defector
of creativity. What that means is: it’s okay to
be funny. A lot of people come from really

So at the beginning of the year, this is what I
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go over with the team—if you’re going to have
any kind of meetings—so that there’s some
safety and some guidelines.
We’ll do this real quick. Okay I need
two volunteers; come on up here. This
is about “I” statements, which I said I’m
really passionate about. If you speak an “I”
statement, it’s the language of responsibility;
it’s clear communication. I would encourage
you to watch the rest of the day how much
you talk in “I” statements. I’d like you to read
where it starts “When you…”
Volunteer 1: When you are the leader, you
have to be really careful about the words
you use because others are listening to
you, and if you call yourself by the wrong
pronoun they get confused as to whether
you are them or you.
KWG: That was confusing, correct? Come on
up. Thank you. All right, you read the same
one underneath that.
Volunteer 2: When I am the leader, I have
to be really careful about the words I use
because others are listening to me, and if
I call myself by the wrong pronoun they get
confused as to whether I am them or me.
KWG: Thank you. So, how many of you
have had an athlete come to your office
and say, “Well, you know, we’ve been
talking and a lot of people, you know, a lot
of people on the team are upset.” laughter
Okay. That does not fly with me. If you allow
that, you’re doing yourself a disservice.” My
answer to that is, “Go get them.” laughter
“Go get them; go get them all. I’m happy to
hear it, go get them. Otherwise, speak an ‘I’
statements, because when you speak in ‘I’
statements it makes it a lot more….”
Let’s say somebody comes into my office:
“Kathie you made me feels angry when
you told me that I was late and you made
me feel that I wasn’t a good swimmer
and you never complement me. You are
such a mean coach. You really don’t like
me. You always pick on me and you’re so
impatient.” So it’s like you, you, you. When
people talk like this immediately you’re on
the defensive—you stop listening.
Last weekend, I had Teri’s team get a partner
and they had to do this. They had to say this.
They came up with things. They did it, person
with long hair goes, and then short hair goes.
They had to come up with these. Then the
same thing. “Bah, I feel happy when you call
me.” “I want to see you more often.” “I need
you to still be in my life.” “When we don’t
talk, I feel sad.” So it’s about me. So when
they come in and talk to you about the whole
group or something, ask them to speak
10
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in “I” statements.
A lot of times this is what happens with men
and women. One person on the team gets
really riled up. They are very powerful. A lot of
times some of your better swimmers, they are
very feisty. They have the power persuasion;
like she said yesterday: they’re good oracles.
So they get riled up about something; they
get everybody on the bandwagon. So you
as a coach think everybody feels that way,
and to be honest with you there’s 20 people
that wouldn’t have the nerve/don’t really care
about it. They would never say anything to
you, but because they don’t have the ability
to stand up against the really strong person:
“Oh yeah, I feel like that too.” “Yeah, I’m mad
too.” “Oh yeah, she really has a problem with
that.” So it really cuts out a lot of the conflict,
the gossiping, the back stabbing.
So for the next day or two be aware: do I
speak in “I” statements?
TM: I think, too, when we did this, it was
interesting that the girls were saying that when
they were doing the “you”, that if someone was
saying ‘you did that’, that they could actually
feel themselves physically trying to move back
from it. And then when they were saying ‘you’,
they said they felt themselves getting angry.
And with the “I” it was like more calming.
KWG: Yeah that was fascinating.
TM: It was just good for people to receive that,
like your athletes to receive a ‘you, you, you’
from a peer and see how it makes them feel. I
think there’s a little bit more empathy for them
not wanting to do it.
KWG: Come to you. I’m not going to do
that slide; you saw nothing. laughter You
saw nothing.
So here’s just some sample questions. I’m
not going to go through all these but these
are just to give you ideas. You can ask
anything. So if I got my group into a circle
and I just wanted them to get to know each
other better…. At the retreat last weekend, I
think most of the kids, they went in scared.
All of them said they were anxious. All of
them said they were uncomfortable. All
of them said they were scared. And what
would you say, Teri, they said at the check
out. How did they feel at the end of it?
TM: More like a team and exhausted,
because it is 48 hours of doing something like
this, it’s very draining. And you know the thing
too, like we’re kind of saying “retreat.” This
idea of sample questions or team meetings, I
have a big pet peeve when people think to do
team building only the first three weeks and
then you’re like, “Okay I did it, now we’re a
good team and here we go.” Or, “Okay,

we’re going to put a cow cap on and we’re
going to put the same shirt on, now we’re
a team.” I think that team building and
building your culture and teaching your
values is an ongoing thing.
What I really learned as a coach is that
you need to hit this over and over and over
again. That I think anybody’s role in the
group is always going to come up against…
I refer to it as ‘a line in the sand.’ In our
program that line is why there’s gray area.
We talk about operating in gray and that my
job is to manage gray. And they continually
push up against what are the boundaries
on this team, this organization. Your job
is to be consistent in sending the same
message that this is what’s acceptable,
this is why this person’s doing that, and just
communicating more than anything else.
KWG: So these are just questions Keith can
attribute to this. That every Wednesday night
at a team meeting—and sometimes it was
every Wednesday, sometimes it was every
other—we would sit and just ask questions. It
wasn’t necessarily to talk about: ‘Okay so who
are we going to beat this weekend?’ ‘Who’s
going to do this?’ ‘How many points do we
need to make?’. It was: ‘What do I add to the
team?’ ‘What do I take away to the team?’. It’s
important to think of what do they take away
from the team? What do they add? If you’ve
got kids that go: “I don’t know, I don’t know.”
Before you do this with… I think the most
successful people are the ones that have
the most self-awareness. So when you go
down there, I would like for you to ask this
of yourself. So Bob, what do you think it’s
like to compete against our team? What
behaviors am I willing to work on as a
coach? What words would I like others
to describe me as a coach at Timbuktu?
What do I add to my team? What do I take
away? I would say write these down. See
what you come up with. See how aware
you are of your impact on your team.
I’m not going to go through all these, like
I said, because we’re like Teri said, time
goes very quickly. So here’s more questions
slide. Thank you Jay, you just take a picture
of it, there you go. There’s more questions.
I like this one: How do you handle pressure
situations and adversity? Give an example
how you handled it.
Yes, Teri, I’m sorry.
TM: No that’s fine. I was just going to say Tim
said I had the opportunity—I haven’t been on
the road—I don’t know how long ago. How
long ago was Pan Pacs, but this is one of
the things we did in the first women’s team
meeting is I put them in groups of, there was
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Team Dynamics (Continued)
30 women, so I put them in six groups of 5.
And I sometimes just put the groups… we
number off, but in this case, I wanted there to
be a more seasoned person with a rookie—
Rachel with a Natalie or something like that—
and then I had 10 questions. What did it feel
like to make the Olympic team? What do you
think it will feel like to wear, or what does it
mean to you to wear a USA cap? Why did
you start swimming? What’s your favorite part
about swimming? Just things.
And so they shared it, and went around. It
did take 40 minutes or whatever, but I think
it was really important just to get beyond:
‘I swim the 100 backstroke, you swim the
10K’, and we don’t really have anything in
common. Well we’re both going to wear a
USA cap. We’re both competing in a major
international meet in the United States for
the first time in 16 years. Just things that
maybe you want to bring to their attention,
and you want to get them to think about.
KWG: It’s to get people to go below that water
line, to talk about who they really are. When
people are able to do that, and you create
an opportunity to do that, they will feel better
about themselves—their self esteem is raised.
There’s increased productivity and then they
swim better. I love these questions.
To get back on track, we need to stop and ask
‘what do we need to continue?’ Again, just
another question, and these are questions.
You can do a whole team meeting on this:
What adds to our team dynamics? What are
the things that add to our team? What are
the things to take away from our team?—I
wasn’t allowed to put a picture of anybody I
knew on there. (Teri it’s 10:04.)
TM: Can I say a few other things?
KWG: Sure please. laughter
TM: Okay I’m a big believer that to learn new
things, read new books. Jimmy said something
about that yesterday. Here’s a great article in
New York Times about the inverse power of
praise. How she was saying yesterday, stop
saying: “Good job, good job, good job.” I used
to do that all the time; I would just say, “Oh
good job, good job, good job.” And I like to
work with coaches like, “How do you talk to
athletes after they swim? How do you give
them feedback?” That’s a really important
teaching piece. This book I am loving; it’s
by the guy who wrote this, it’s called Nurture
Shock and it’s about how to praise children
and people in a way that will motivate them. If
you constantly say ‘good job’, they get afraid
to try things. So this is very good, it’s by Po
Bronson, Nurture Shock. It just came out.

Another really good book, kind of on that
topic, is called The Mindset by Caroline
Dweck—she’s over at Stanford, but that’s
okay. laughter
KWG: He talks about her in this book; those
two have studied together. Do we have
anything else?
This is my contact information, you can
email me. You can call me if you have any
questions, that’s what I do for a living. I
have lots of different tools for your tool box
to add if you would like. Yeah, I’ve done a
presentation on this before, this is the disc—
it’s an assessment that you can take that if
you want to learn more about this. I’ve done
this with Teri’s team. I’ve done it with lots of
different teams. I think every team should
have this information. I’m passionate about
this. If you want to learn more about it you
can always email me or call me.
I just want to say when I quit coaching in 1994,
what I wanted to do was I wanted to take the
perks of being a coach, that I loved this kind
of thing, and make a living out of it. One of the
great joys in my life has been being able to
work with Teri and her team, and to see what
you’ve done and as a woman and for those
of you that are women sitting out there in the
sport. You know what it’s like to be a woman
in this sport, and I just want to say I am just so
proud of you and congratulations. applause
TM: This disc is a behavioral assessment,
and you can Google it to find out all about
it. One of the things, this has been huge in
my coaching career, because Kathie talks
about the self-awareness. I can honestly
say that when Teri McKeever stopped trying
to be Richard Quick and Mark Schubert and
all the other wonderful... Nort Thornton, all
the wonderful coaches; and just try to be the
best Teri McKeever, that’s when good stuff
started to happen. This helped me accept
what my weaknesses or shortcomings were,
to know what I needed to the work on, to be
proud of what I did well.
It’s also helped me for the last 12 years.
Helped me pick a good assistant coach,
because every time I’ve looked for an
assistant coach, I’ve been in a different place.
And people that I’ve interviewed, I’ve asked
them to fill this out and Kathie and I have
gone over it. Okay this is how this person will
compliment you, these are potential conflicts
you’ll have. This is what you’ll need to do and
so it’s worked really wonderful that way. As
Kathie mentioned everyone on the team has
this. They have each other’s and I use this
before Pac-10s, before NCAAs. We do a
team meeting a piece on: “What shows up for
you most significantly under stress? What’s
going to be your value of the team?”

And I model it. My value of the team is I’m a
good problem solver. I’m going to be able to
be ahead not just in the moment but ahead.
But one of the things that shows up when
I’m under stress is I get very demanding; not
demanding, I get overly critical. So I might
not… for a kid that wants me to tell them how
wonderful they are, I might go, “Awesome,
swift. Now we got to blah, blah, blah.” And
that doesn’t mean I don’t think it wasn’t great.
It’s my nature when I’ve got 25 people to
manage in 3 days is that I’m going to do a
“good job”. I’m not going to say good job
because that’s like nails on a chalkboard to
me. But what was the good job about it. And
then I’m going to give them stuff that they
need to work on. They know that isn’t about
them, that I’m mad at them, I don’t have
time for them. That’s me; and their job, your
athlete’s job, is to also adapt to your behavior.
I’m the constant in the environment. My
job isn’t to be 25 different versions of Teri
McKeever; it’s to be respect that I need to
treat each person differently. But their job is
also to recognize that I’m the one that they
also have a responsibility to adapt to as well.
KWG: So when you nurture your behavior—I
love what she said when she said stop trying
to be Richard Quick or being Mark. When
you nurture your behavior and nurture
who you are, your best self comes shining
through. Stop trying to be other people, and
figure out who you are and be your own best
self, and that’s how you’ll be successful.
Shall we ask for questions?
TM: Yes, we have four minutes. laughter
KWG: Okay, you had your hand up for a long
time. And ask who you want to hear from and
you write the pin down.
Audience: Either one of you: If you’re
coaching age group swimmers in a circle
discussion and you hear the same answer
because they tend to do that over and over
again, what’s the proper way to respond?
KWG: I set that up beforehand. I say: I
want to hear whatever you hear; if you hear
it, don’t repeat it. If I ask for five people to
share I want to hear five different things.
If you’ve already heard it, don’t share that
because they do, do that. How creative.
TM: Way in the back there.
Audience: If you’ve got a men’s and women’s
team, would you suggest separating them,
and if so, how would you go about it differently
with the men’s team?
TM: Okay, I think personally when I coach
the men’s and women’s team, I think you do
this together. I think you do it the men only;
ASCA NEWSLETTER | 2014 EDITION 1
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I think you do it the women only. I think it’s
important—this is just my belief—that if you’re
in charge of a coed team that there’s 3 teams
that you’re managing: you’re managing both,
you’re managing a men’s squad and you’re
managing the women’s squad, in my opinion.
I think that this is not… I do it exactly the same
way. I make men sit in a circle. I doubt I’d give
him a teddy bear to pass around. laughter But
I think that it’s important that they explore the
exact same questions.
KWG: Corrie?
“Corrie”: I guess just wondering, as a
college coach and when individuals have
issues on the team that does come out
within the team—it might be housing,
rooming situation; it might be other stuff
that goes on. How much, as a coach, do
you think it’s important to get involved and
try to help with those types of conflicts?
Either one can answer.
TM: I have an opinion but you go ahead.
KWG: I want to hear what she says. laughter
TM: Well, I think that as soon as that starts
showing up in the locker room, or anywhere
that it bring in other team members, that
it becomes an issue that you need to talk
about. So I would get those two people
and we might… and then maybe I facilitate
something. But I think you don’t go looking
for that stuff. I’m under the belief that by the
time I hear about it, it’s been there for a while,
because they’re going try to hide it from you.
And if it is, yeah I think you need to deal with it.
KWG: And I would tell you this: I think that Teri
does a really good job. We could do a whole
talk on picking team captains, and believe
me she has tried a million different ways…
okay, a lot of different ways. I think that she
does a really good job of picking captains
that understand conflict, and are willing to
deal with it appropriately and not get sucked
in by it and get all co-dependent and try to
fix everybody. You don’t want two captains
getting the life sucked-out of them because
they’re captains, everybody’s coming to
them. You want to teach kids how to deal with
conflict in a respectful, effective manner, and if
you don’t teach it, it will get ugly.
Audience: In a circle, do you have like optimal
sizes, groups; if it’s too big or too small?
KWG: I think five is about a small as I would
do, and I’ve done, in a team situation, I’ve had
a group as large as 50. And what I’ve done
is when everybody’s going to share, I create
different small circles but then I bring them all
back into the big circle and I say: “Okay now
I want to hear from each circle; I want to hear
one or two people.” So their attitudes and
14
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whatever they had to say comes out. In Teri’s
team, how many did we have, 28? 25? We
made groups, and they where with their group
all weekend long, and then we would come
back to the larger group because it’s just time.
TM: It depends, too, on what the topics
are and what you’re trying to get across.
One thing that we’ve been or we did last
weekend was just: “Would anyone like
to share something that they think the
whole team needs to hear?” And then if
somebody feels that they want everybody
to know, that gives them a place to do that.
KWG: And you’d be surprised. We divided
up into smaller groups, then I put the heart
in the middle and I said, “Does anybody
need to share anything that they shared with
their smaller groups?” And I say maybe four
people did and that was it. Not everybody
wants everybody to hear it. They just wanted
to say it in their own group. Yes?
“Keith”: I always feel like you have the
best intentions at the beginning if you do
stuff like this, and then you get into the
season and you’re so busy, are there other
times where you feel it’s important to do
this other than before a meet?
TM: I would just say, I can stand here without
a doubt and say I do know how we won an
NCAA title and we won an NCAA title because
we do stuff like that, and I might give up
1500 yards. As a coach I think it’s important
operating at the highest level, and I’ve got
to show that by taking time out and looking
at my weekly plans and real time, I think it’s
hard in a collegiate season from mid-October
to Thanksgiving. That to me is the hardest
part of any season, and I always make sure
I do something, 3 or 4 different somethings,
in there to address that: talk about that, we’re
in this together, what are we struggling with?
I think it’s just really important that whatever
you’re comfortable but that’s a great question.

feeling like: we’re off track and I don’t know
what it is. Or something happens that is not
acceptable in your culture. I think you have to
stop and I just say: All right, we’re having a
teaching moment. And then I’ll tell them why
that frustrates me.
I think your athletes, if they know why… I
used to just kind of get angry and frustrated
and they know that whether I say it or not—it’s
like the body language woman said yesterday.
They know whether you like it or not. That’s
the thing that I have found so challenging. I
can feel like I’m… their reading me. 25, 30
people are looking and they’ve got 25, 30
interpretations of where you are or whatever.
You can’t hide that all the time. If something’s
going on, or something happens, I have found
it, for me, it’s better for me to be able to say
‘Here’s a teaching moment’, and then I can
move on. Because what was happening is I
couldn’t move on because I was still kind of
frustrated with it, and that’s how I know when I
need to stop and look at what to do.
One more question, your choice.
KWG: Oh, I can’t pick you pick. Okay your
hand way up.
Audience: So, in an example like that, and
maybe it just depends on what happens,
would you stop the work out?
TM: Yes.
Audience: Get everyone out and sit down.
TM: No, no, no. I would stop the workout
though. I’ve stopped in the middle of the set
and gone, “Whoa, that’s not what I’m looking
for. And this is why it’s not, this is what I
expect, we’re going on the top.” That’s our
team meeting. laughter
Audience: Then maybe after two weeks if that
wasn’t working you’d have a team meeting.
TM: Oh it wouldn’t go for two weeks. laughter

KWG: Well Keith, how often do you think we
sat and did this kind of thing?
“Keith”: A lot. You would sacrifice yards or
philosophy at least once a week.
KWG: At least once a week I did.
TM: This is—sorry, I’m overpowering her. This
is my belief. This is where I’ve gotten better. If
something happens, that’s a teaching moment.
You stop and you address it, because that’s
how you know when to do it. If something’s
bothering you or something doesn’t feel right
or you don’t know what’s going on, you stop.
‘All right I feel like somethings going on, I don’t
know what it is, I’d like to talk about it. I feel like
we’re not as motivated as we need to be.’ You
know, as a coach, when you just have that

KWG: It might go for two days.
TM: Yeah.
KWG: Maybe. Thank you.
TM: Thank you.
Kathie Wickstrand and Teri Mckeever are
American college and Olympic swimming
coaches.
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Swim Coach

Direct
By Don Swartz and Ken DeMont

about the fact that the late person may
receive less pay, it’s about the reality that
the group suffers when not all are pulling
their fair share.
Pretty standard team dynamics from where
we see it. If we coached a college team
it would be easy; don’t come to practice,
turn in your gear; simple. But we are in the
development game so we need to look for
another way to drive home the point.
Our solution today is to rate the members of
the group like this. First, are you in the Top 5
in terms of attendance and hard work? If yes,
then super; if no then why not? And this list
can and will include more than 5 swimmers
at a time. In fact, it is possible to have the
entire group of 40 in the Top 5! When/if we
achieve that we will be a Silver Medal Club
(we are currently a USA Swimming Bronze
Medal Club).
The design of the group is to assist all in reaching their individual goal levels of achievement. Source: Wendellswimclub.org

Top 40 – Top 5
Our team looks a lot like yours, we would
guess no matter if you have age groupers,
senior club, high school or college or even
post grad. In fact your group at work or
school has the same look, maybe even
your family!
We have 40 slots in our Senior 1 training
group. This group is designed to be
populated by high school age kids who
have decided that at this point in their lives
they want swimming to be their #1 activity
outside of school. For the most part they
are faster than the average bear as well;
some are national level, others regional
or local. While their relative speed does
differ, their intent – at least outwardly – is
homogenous.
And yet upon closer examination the intent
isn’t similar at all. Rather it seems to split into
16
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3 different sub groupings: those that attend
regularly (90% or more) and lean into it effort
wise; those that attend @ 2/3 of the time and
lean into it when they come; those that come
2/3 or more of the time but “hide” when effort
is required.
This is another “no rocket science” situation.
Attendance + effort = progress; fall short on
attendance or effort – or both – progress
comes to a halt…simple. Consistency is the
name of the game.
The design of the group is to assist all
in reaching their individual goal levels
of achievement. Each team member is
supposed (in theory) to be adding to the
group dynamic, helping all members to do
the same thing. Yet if not all are “in”, the
group suffers. It’s like at work if someone
always shows up late for a shift then
everyone else has to do something extra
until that person gets there…and it isn’t

We plan to evaluate our numbers weekly
and report them to the team, without naming
names. We are pretty sure those who are in
the Top 5 know who they are; if there is any
doubt they can always ask. We will give a
non-personal factual reply.
And lest any parent or swimmer get their
feathers ruffled, we shall simply remind
them that this process of evaluation takes
place routinely at the school they attend.
In the workplace the evaluation takes
place in the form of continued employment
or a pink slip.
Don Swartz and Ken DeMont are active
swim coaches of North Bay Aquatics. Each
week they offer ideas and observations of
interest to coaches and swimmers.

The Danger of the Video Game

Environment
By John Leonard

A couple of weeks ago, I was waiting to
watch a collegiate swim meet outside
the pool area. I heard some hooting and
hollering and my curiosity peaked, I looked
around the corner and found a group
of young teenage boys grouped over a
screen. And periodically erupting into more
excitement and teenage jumping around
than I have seen in some time. They were
engaged, excited and just about oblivious
to everything else around them.
In general, I think those characteristics are
very positive and desirable in young men.
But in this case, I found myself wondering.
Because the screen they were following so
intently, was one where two of their compatriots
were engaged in a basketball game.
A VIDEO basketball game. Yet the
amount of excitement generated, very
closely approximated that I used to see on
playgrounds across America.
And that worried me. Instead of sweating,
swearing, bleeding, and banging under the
boards with real muscle and real bones and
real emotion, they were equally excited about
electronic squiggles on a screen.

the backyard. Everyone is pretty good until
the first time you get hit in the mouth.” He
went on to conclude that one finds out who
can play football AFTER they get hit in the
mouth…a few times.

Except of course, it isn’t the same.

This seems to me to be dangerously close to
that example. IF the same psychological
“good stuff” is available via electronic
squiggles on a screen, that is available in
real world sweaty bloody playgrounds, do
our young men really know the difference?
How could they?

In high school, I had a football playing
friend who was pretty good in a real high
school football game setting. He used to
say “everyone is a good football player in

I’m not dissing Madden Football or the
equivalents in basketball, etc. I assume they
are very fun. But the long term impact in
terms of the lessons learned in real sports,

After a bit of reading I discovered that scientists
tell us that the teenage male mind interprets
video games very similarly to “real life”. Same
neuron excitement, same engagement of the
emotional centers of the mind.

seem to me to be at risk now.
I’m focusing on boys here. I suspect something
similar is happening with girls. But if it is, I’m
not seeing it. Some of what I read (and who
can trust what we read nowadays…) seems
to indicate that girl’s brains react differently.
Imagine that.
All the Best, John Leonard
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Conflict

From the 2011 WCYB Clinic

Resolution
ByKathie Wickstrand

Jimmy Tierney: All right. Thanks for everyone
coming in this afternoon and listening to
Kathie’s second talk of the day. I do want to
-- my name is Jimmy Tierney by the way, one
of your ASCA board members and coach at
Northwestern University.
So, let me clear up something that Kathie
brought up earlier this morning and maybe
related it with two kind of quick stories or
examples. When we were coaching together
there were times when I would have a
combination of girls and guys, it’s kind of
the distance group, and Kathie would have
the others and she would say, “Jimmy, I’m
going to have a team meeting with the girls
and this would be a day I would have a coed
group.” And she’d say, “You know, it would
be half hour, forty minutes or something like
that. Then you’ll get the rest of your group for
your training.” And Kathie knew darn well that
I was very sort of particular about my water
time back then, you know, needed to get in
my full workout Inaudible 00:00:55. And so
30 minutes would come and I’d have the guys
getting warmed up and then I’d start in on a
little, you know, minor set or something. And
then it would get to be an hour. Kathie is still
over there with the girls, the team meeting.
Hour and 15 we’d be starting the main set,
I’d be going, “I’m not getting them at all today,
you know.” Debt in my mind, “Okay, it will be
-- instead of 7,000, it will be 5,000, and okay,
a little bit less, a little bit less, you know.” So,
her team meetings were, you know, legendary
during that time.
So, and the other one would be in a oneon-one meeting, occasionally Kathie would,
“Excuse me from the office, I need to meet
with so and so. We’re just going to, you
know, have a one-on-one a little bit.” And she
would come in and, you know, you could see
a little bit of, on the athlete’s face, a little bit
of anxiousness and tensions, you knew that
something was going on. And so I’d walk
18
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out and go do something. Come back 15-20
minutes later and you could start to see some
tears rolling down the athlete’s face. And I’d
go and do something else and come back
15 or 20 minutes later and the athlete will be
bawling, and Kathie will be handing her, you
know, boxes of tissue, wiping away. Fifteen
minutes, and I’m not exaggerating on the
time, I’d come back again and her face will
be starting to clear up and she’d sort of have
a little bit of life in her face again. Fifteentwenty minutes later I’d come back out, she’d
be smiling and they’d be hugging and patting
each other on the back. So, Kathie would
take them and ride it down hill and tear them
down and then bring them back up that make
them feel like there’s something special.
So, when she was mentioning that I was
methodical and slow at times, I am sometimes
on my thoughts and actions and stuff. But in
terms of talking in team meetings, she’s got
me beat by miles and miles and miles. So
anyway, I’m sure you guys enjoyed things this
morning. And I’m sure this will be a special
presentation again. So, please welcome
Kathie Wickstrand again.
Kathie: Thank you. And thank you all for
coming again. I really, really appreciate it. I
know there are other things going on. I hope
you’ll learn something about conflict today. I
just am so passionate about this and I think
it’s such an important topic and I don’t think
it’s talked about enough. So, I really want to
give you a lot of information. After we did our
talk last year, when Teri and I talked abut team
dynamics in Indianapolis, we talked about
conflicts so much during the talk. Sorry, is
that better? Okay. We talked about conflict
so much during the talk. John Leonard
said, “Why don’t you give a talk on conflict
resolution.” And I said, “I’d love to do that.”
And so that was a year ago and I knew I was
going to be doing this. So, I have literally read,
I think, six books on conflict resolutions since

last year. I also, I’m a believer that whenever
you decide that -- like if you pray for tolerance
or you pray for forgiveness, that you will be
given things in your life so that you’ll learn
forgiveness and you will be given things in
your life so you’ll learn tolerance. So, I always
say be careful what you pray for.
So, in the last year I cannot tell you how
much conflict there has been in my life, I’m
not exaggerating. And I think it’s because
I’ve been really thinking about it and reading
about it and curious about it, not trying to
really study it as much but just learn about it
and how do I look at it and what is written out
there about conflict, and especially conflict in
teams. There’s a lot out there written about
conflict in business, and I think there is some
similarity but it’s not exactly the same as it is if
you are dealing with athletic teams. And my
experience is mainly from the college world so
that’s the springboard that I talk from, but I do
believe everything I’m going to share with you
today is absolutely useful in club, masters. I
really don’t think there’s any difference when it
comes to talking about this.
So, I really -- last year when we talked about
this we said, Terry and I both said, “How many
of you like conflict?” Oh, I’m sorry. Just keep
doing that because I’m a slow learner, okay?
We said, “How many people are comfortable
with conflict?” And I honestly think the only
person that raised their hand was John
Leonard. Huh, surprise, surprise. Those of
you that know John are not surprised by that.
And people say to me, “Oh Kathie, you know,
I don’t really do funerals. I don’t do hospitals.
I’ve heard a lot of that in the last year because
of what I’ve been through. I don’t really do
conflict.” Yes, you do. If you’re alive and you
have relationships and you have a family, you
do conflict. You might not like it and it might
not be something that you’re good at or you
want to have come in your life, but trust me,
you do conflict. And because we love people

we go to the hospital, because we love people
we go to funerals. It might not be the thing
that we would pick but we do those things.
So, hopefully after today it won’t be as scary.
I want to normalize conflict, that it’s not this
big, scary thing to do. I’ve been -- a little bit
of my background, I’m a trained facilitator,
I’m also a certified behavioral analyst which
means I study behavior. I do an assessment
called the DISK that a lot of you have heard
about. I’ve done talks at ASCA about the
DISK. The DISK and other thing have
really taught me a lot about conflict and
how different people are like Jimmy was just
talking about. If he is a slow mover and I’m
a fast mover and we’re working together,
right, there that’s conflict, okay? There’s
conflict in all sorts of different areas of life.
I have been involved in an organization for
the empowerment of women for the past
25 years, it’s an organization called Woman
Within, that’s not important to the speech. But
what is important about me telling you that is
I lead women’s workshops all over the world.
And one of the things that we’re trained in is
how to deal with conflict. I’ve taken classes
in mediation. I love to take any classes that
are out there that will help me as a facilitator.
I’ve done all sorts of interesting different things
to add to my toolbox. I meet with a group of
women, I have for the past 20 years, I’ve met
with a group of women every other week for
20 years. Some of us have been together, I’ve
not lived in California that entire time, but I was
in a similar group when I lived in Chicago and
then I formed and joined the different group
here in San Diego. And at the beginning of the
group when we meet, these women and I, the
first thing we do is we do what we call clearing.
And basically what it means is if there’s any
conflict in the group let’s bring it up and talk
about it. So, does anybody have anything that
they need to clear with anybody in the group?
I’ve heard that said, for the past 20 years,
every other week, that’s a lot of times that I’ve
heard that. There’s not a time that I’ve heard
that that my heart doesn’t start raising. I do
not like to hear that. The words does anybody
have anything that they want to clear with me
makes me very nervous. I don’t like -- I don’t
want anybody to clear with me. I told Teri that
it helps me to have better behavior with my
friends because I don’t want them to have to
come and have things to say to me. So, it
really keeps in check. But what it does is it
helps our relationship. So, with those women
that I’m in that group with, if there’s conflict,
we deal with it. So, I’ve learned over a long

There’s conflict in all sorts of different areas of life.
period of many, many years and I lead those
six-week trainings so I’ve taught hundreds
of women how to deal with conflict. And I’ve
never met anybody that’s all excited about it,
ever.
So, I want to -- I think -- I’ll keep doing my
best with this. I think conflict is like morning
workout. Some people love morning workout,
I was not one of those people. I’m one of the
people that when the alarm clock went off,
every time that alarm went off, my first thought
was, “Oh God.” Every time for -- I don’t know
how many years but every time that alarm
went off I was like, “No, please.” And then the
reality is I would get up, I would get dressed,
I would get in the right frame of mine, I would
show up at practice and I would do a good
job to the best of my ability. And when I was
done, I felt really good about myself and I was
so glad I did that and I didn’t regret it at all.
But everyday I had that same need, that kind
of reptilian fight or flight kind of reaction, “No,
I don’t want to do this.” And I think conflict is
like that. I always have that kind of “No!” and
when I do it and I’m brave enough to talk to
somebody, I just told -- Teri and I at lunch, I
talked to her about some really hard things.
And we both had tears in our eyes and I feel
closer to you now, and I feel better because
I was willing to have that conversation. So,
it’s like morning workout. You’re going to feel
better once you do it, okay?
So, I’m going to give you some examples of
some conflicts. And I think most of you will
relate to this, okay? I’m just going to run
through a few classes because I want you

to know the kinds of things I’m talking about.
So, a parent on your club, a parent speaks to
you in an insulting tone that crosses the line
between sarcasm and just plain being rude.
How do you handle that, one of your parents
does that? Has anybody -- has that ever
happened to you, one of your parents? Yeah,
I’m sure that has happened. Okay. You’re
an assistant coach and your head coach just
committed you to a deadline that you know you
can’t meet. And in not so subtle terms he says
that he doesn’t want to hear any complaining
about it and you’re just supposed to meet the
deadline. How would you handle that? That’s
conflict. You have on your team a no body
art policy, this is an exact thing that happened.
You have a no body art policy on your team
and a new freshman arrives sporting a colorful
mew tattoo all over the back of her body that
completely raises your blood pressure. What
do you do? That’s conflict. This happened to
a friend of mine who’s an accountant this past
year. An accountant has to talk to a client who
is violating the law, just a little bit, just a little
violation, you know, not a big one but a little
violation. And you just know that this person
when you talk to him he’s going to minimize
the effects of the violation is no big deal. What
do you say? The accountant was a client of
mine and this kept happening to her. What
do you say? It’s time to tell granddad that he
needs to turn in his car keys. “No more driving
for you, granddad.” How do you tell him that?
You get elected because you’re the coach in
the family to tell granddad that. That’s conflict.
We all face conflict, and I’m going to give you
a few more examples that I wrote that I think
ASCA NEWSLETTER | 2014 EDITION 1
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Conflict Resolution (Continued)
are pertinent. Maybe I will, maybe I won’t, no,
maybe not, I’m not going to. We all feel -- you
know, the thing about conflict is we all face it
and we think, I think at least, I’m setting very
clear expectations and very clear boundaries
– and they just keep doing it. I’m really slow.
I think I’m setting really clear boundaries and
expectations. I’ve told you no body art. I’ve
said, you’ve read it, I’ve told you. And it’s very
annoying as a coach when I’ve been clear,
I expect the world, as a coach, if I tell you
something you’re going to do it, right? Now,
unfortunately marriage isn’t quite like that,
okay? And some of us try to teach -- treat
our spouses like we do our athletes and that
doesn’t work very well, as I know you would
all agree with. So, it’s what do you then when
you have athletes that are absolutely going
against one of your policies? And basically
you’re disappointed and not knowing how to
handle it is very normal, very normal. So,
I’m not just talking about a conflict where you
and another person are really angry about
something. I think the ones that are trickier in
life -- this is a conflict -- this is something that
actually came up more than a couple of times
in my coaching practice. I’ve had women that
have been getting their haircut from the same
person for ten plus years and they don’t want
to go to that person anymore, they’re really
-- they don’t like how their hair is cut, they
don’t want to go there anymore. And I have
had people absolutely stay with the same
hair dresser for 20 years because they don’t
have the nerve to say, “I don’t want to see you
anymore.” Now, that may sound really simple
and silly to some of you but that is a real life
conflict to people on things like that. It’s the
more subtle things that I think are tricky in life.
So, I want to normalize it. So, I guess I would
ask you all to think about are you good at
holding people accountable. How many
people, raise you hand if you think you’re
good at holding people accountable. I want
to just see -- show your hands. Okay. And
how many people know I really have some
work to do in this area, I know I need to do a
better job of holding people accountable. It
would make my job easier. So, thank you for
you honestly. So, you know, this talk isn’t just
for the people that know you need to work on
it. I do this for a living and I feel like I learn
about this everyday. I like to say this, the most
competent leaders have an ability to hold
people accountable in a respectful way, they
can hold people accountable in a respectful
way and that’s a big difference. And I want to
share a story with you. I’m going to shorten it
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up because I want to make sure I get through
everything. See, I learned, takes me about
ten times. I say all the time, if you want to
have any kind of behavioral change, it takes
a lot of people telling you you’re doing it. And
none of you said, “You idiot” you know, you
were smiling and you raised your hand and
that’s how you change peoples’ behavior.
So, thank you in the purple shirt back there,
you’ve been very nice at reminding me.
So, I want to share a story about you where
not being willing to stand up had tragic
results. And this is -- again, I’m not going to
go into the whole long story about it, but it
was in 1982. There was a jumbo jet, it was
crossing -- it crashed into the bridge linking
Washington and Virginia, I don’t know if any
of you remember this, any of you from the
West Coast remember this accident. It was
in 1982 and they retrieved the black box. I
think all but five of 79 people died, so it was
a fairly large tragedy. And when they opened
the black box and were able to hear it, what
they found was fascinating and it actually is
really sad but it doesn’t surprise me. What
they found, and I’m going to use my words,
what they found is the head pilot had been
a pilot for 30 some years, he was very well
established, and the co-pilot was brand new
and this was maybe his third flight. And there
was this unspoken rule among pilots that you
don’t really confront the ones that have a lot
of seniority, you don’t say things to him. And
there were lots of stories and what I read
about doctors like this and lawyer situations,
I read story after story like this. And so the
young pilot, they were getting ready to take off
and it was icy, and he kept saying things like,
I actually wrote one of them down because
I didn’t want to get it wrong, he said -- this
is on the black box, “See all those icicles in
the back there and everything? Boy, it’s a
losing battle here trying to de-ice this isn’t it?”
On the black box it said this. He also said
-- he just kept dropping hints and you could
hear it, I had the transcript, you could hear it.
Never did he come right out and confront the
pilot and say, “Stop. I think this is dangerous.
I just got out off school and we just studied
this about de-icing, and I’m afraid if we don’t
stop you’re going to crash” he never said
that. He never -- it was all this kind of beating
around the bush. And it was tragic when
you read the transcript that he didn’t have
the nerve. And it actually, as a result of this
tragedy, it changed policy. They did this big
investigation and found out that there was
this whole hierarchical system in airlines and
how the co-pilots wouldn’t say certain things.

And I’ll tell you, conflict that’s not spoken
about, as I was writing this and thinking about
this I thought about all the conflicts that’re
happening in the United States, so many in
the last couple of years. Like all of you or a
lot of you are sitting there going like this, like
think of the conflict that’s happened in the
United States swimming, you know, think of
who actually knows what happen to Mark
Schubert. Now, I know some people do.
But a lot of you probably have no idea like,
“Where is Mark Schubert?” That’s kind of like,
“Whoa, we don’t talk about that” right? There
was a whole show on TV about a lot of sexual,
explicit things happening to athletes that really
don’t get talked about at this level because I
think it brings up too many different opinions
and there’s too much conflict. I believe as
an organization, if we had better ways of
talking about these things we’d be a better
organization. And I don’t think there’s a forum
or a place to talk about this conflict, and I think
it’s hurting our sport. I don’t know the solution
but I do understand the problem. And I wish
there were -- I wish there was a way to do
some of the stuff with our organization.
I’m continually stunned in this -- see, you
didn’t even have to do that. I’m continually
stunned, I was going to bring some live text
and live emails with me today and I decided
not to because I didn’t even know which one
to pick, to be honest with you. I work with a lot
of college age, club age athletes. And my big
pet peeve is you do not type or text any thing
that you wouldn’t say to someone’s face. If
you don’t -- I mean you can’t dictate that but
you sure can be a model for that, and you sure
can say that’s your expectation, okay? If I -one of the things I like to do is take an email
and I read it in a really funny, happy kind of, like
I’m in a good mood, you know, really kind of
like that, and read it. And then I kind of shake
it off and then I read it like I’m pissed, okay?
And then I read it like I’m afraid. And every
way I read it I say, “How would you take this
email?” It’s the same email, the same text but
whatever mood you’re in is how you’re going
to take it. So, if there’s any kind of conflict, the
worst thing to do is use text or email. If you
take nothing else but that from this talk, I will
be a happy person, okay? Any kind of conflict
needs to be done face-to-face. If there’s any
kind of emotion, don’t text it.
I have for myself and I know -- I know Teri has
this, I know there are other coaches sitting
here in this room that have this. I have a 24hour reaction rule. If I get a text or an email
that is charged in any way to me, maybe it
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Conflict Resolution (Continued)

Your team members whether they’re male or female or young or old or whatever, they have strong feelings and emotions.

shouldn’t even be charged, it’s not even a big
deal, but to me, it’s charged, I do not respond
for 24 hours because I’ll tell you what, emails
don’t go away, okay, it’s right there. And I
have had so many people tell me, just this
past week, a girl -- I do have this on my phone.
She texted me a text about -- it was ridiculous,
I didn’t even know what she was talking about.
It was all about how someone was so twofaced, dah-dah-dah-dah-dah. It was a young
girl. I didn’t understand the email. And I just
didn’t do anything with it, it was Labor day, I’m
like, “I am not dealing with this on Labor Day.
I am with my family.” I did not do one thing.
I got a phone call that night, “Oh, my gosh.
Kathie, I’m so sorry. I don’t know what I was
thinking. I didn’t do my 24-hour thing. Please
disregard my message. But now you have it
so you could do something with that, couldn’t
you?” And then the next day I finally texted
her back in 24 hours, my 24 hours, and I said,
“Do you need to talk about this?” And she
said, “No.” I did not get involved in that at all. I
didn’t get upset. I didn’t get wound up. I didn’t
-- she did, but I did not. Too many of you get
wound up and caught in all your little athlete’s
drama, and they’re supposed to have drama,
they’re young kids, even the college kids. You
are not, however, okay? We don’t want you
getting wrapped up in the drama. Okay.
So, I’m going to go to the slideshow, okay?
So, grab a piece of paper, grab a piece of
paper if you would. Do you have something
you can write on all of you? Yeah? Okay. So,
I want you to think of a person or a problem
or a situation in your life either past or present
right now that has been a problem for you. It’s
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something that upsets you, you may not even
call it a conflict but there’s something, a person
or a situation that’s bothering you, some kind
of problem. Write it down on a piece of paper,
really quickly. Not the whole paragraph, just
I have -- if I were to do this, I just write one
person’s name, and I would know what that
meant because this person -- I have a little
conflict right now going on with someone
and I would write this person’s name down.
Okay? Everybody got somebody? Yeah?
Okay. Just hold on with that and we’re going
to do something with that in a second. I need
to -- you have to bear with me one second.
Who knows PowerPoint? Anybody? No, I
want to be able to see my notes and I don’t
want you all to see them. Is that possible?
No the little notes at the bottom. All right,
never mind, we won’t get that. Okay, that’s
okay. I came prepared.
All right. So, conflict happens. The cause of
conflict is usually very, very simple. I don’t
have enough information. So, that’s why you
use the “don’t react” right away. Because
many times you need to get more information,
it’s that simple. Now, sometimes it’s not that
simple but many times it is. So, I want you to
learn two things, that different opinions is one
of the great benefits of being on a team. It’s
one of the things that’s so lovely about what
we do. Oh, gosh, sorry. Right. So, I keep
doing little things like this. I’m with conflict
with the computer. Your team members
whether they’re male or female or young or
old or whatever, they have strong feelings and
emotions. And they can’t achieve their full
potential if you don’t address these conflicts.

Okay. Sweeping things under the rag, the
storming phase is not going to work, and I
know some of you know this. I -- oh boy, you
know what? I’m now a little worried because I
got rid of the slide. So, now I’m very concerned
that something is going to -- hold on you guys.
What the heck. Okay, this is really freaking
me out. Okay, somebody just start talking.
Someone share their conflict -- oh my God,
how did that happen? Did you see the slide
from this morning is on that? It wasn’t when
I checked it over lunch. Let me just -- oh my
gosh. I’m so sorry, you guys. This is a little -oh good God. We’re okay. We’re okay. Oh,
you know what? It’s all going to be fine. I’m a
professional. Okay, let’s see if this works now.
Okay, we’re going to do this, oh, but you can’t
look. Okay. Sorry about that. I just had a little,
mini heart attack, okay.
So, I’m going to turn something on the screen.
Hello. No, it’s okay. Yeah, I’m okay. Thank
you though, thank you. I’m just glad it’s
working now. I’m going to turn on the screen.
I’m not going to say anything. You’re going to
have ten seconds to count the F’s, ready go,
in silence. Okay. So how many people, raise
your hand if you think there are three F’s raise
your hand, okay. How many people -- I did
need the walking one, didn’t I? I lied. How
many people think three? Put you hands up
again. Okay. How many people think four?
Raise your hand. How many people think
five? How many people think six? Okay.
Six was the lowest number. Six is correct.
All right. Just right there, that is the simplest
illustration I can give you how we all see
things differently. I’m going to put it on here,

now look at it. For some reason your brain
when O and F are next to each other it makes
a V sound of V instead of F, finished. And your
brain doesn’t see it. So, when I do this with
groups I get all sort of answers but the least
answer I always get is six, and there are six
because there are three OF’s, there’re three
F’s right there. You see the finished, you see
the files, and you see the scientific but you
don’t see a OF. So, again what’s this tell you
in terms of conflict? Anybody, help me out
here, what does this tell you?
Audience: People see things differently.
Kathie: Way differently. And most coaches
that I meet, what’s kind of their favorite little
thing to say, “I’m right.” I’m right. Okay? We
kind of hang our coat on that, “This is the way
we do things. I’m right.” And quite often we’re
misinformed, quite often. So, you already
saw that, okay. So, I love this, and here’s the
small print, and I believe that you have to do
this if you’re going to be successful, you need
diversity, you need people with different skills,
you need a lot of different attitudes, views,
people from different cultures. I believe a
team with conflict can achieve more than a
team with similar values. That’s when -- for
those of you that were there this morning, Teri
won this year and they had the most conflict.
They had girls from all over the world, lots of
different opinions and values and yet that was
the very thing that brought them together at the
end. So, we each have our own way we look
at things, just like the F’s right there. We need
to all agree to disagree. I think some times
the work conflict resolution is a little bit of a -not the word I would use because sometimes
things can’t be resolved, sometimes we have
to agree to disagree.
So, here’re questions, how do you see
conflict? So, I like, like I said earlier today, I
want you to be aware. So, how do I define it?
What’s conflict mean to me? How do I respond
to conflict? What is my strength around this?
These are a lot of different questions that you
could use with your team to start a discussion.
And I would like you all to think about these
things first, okay? I already said that so we’re
going to go back now.
The way you’ve learned about conflict is
what you saw at home when you were little.
When you were a child or an adolescent, or
a teenager, or whatever, whatever you saw
mom and dad do or mom do or dad do around
conflict, that’s what you learn. That might not
be what you’re comfortable with but that’s

what you learned, okay? So, I want you to
think about what’s my way of dealing with
conflict. And here’re different ways. Some
people get really quiet. Now, think of a team
of 50 people, a conflict happens, you’ve got
50 people and 50 people are going to react
differently. If you want them to react like you,
that’s very small thinking. You’ll have a few
people that look at it like you. They’ll take
sides, they become violent. A lot of people
were raised where mom and dad yelled
and screamed and were violent. So, any
kind of conflict to people like that, it’s almost
intolerable to be around conflict.
Debating, in my house and those of you
that -- Jimmy knew my mom and dad. I
mean conflict was like a debate society, we
debated everything. My mom and dad were
like politicians. Some people go into problem
solving, they intellectualize, they get really
heady, they want to take the emotion out of
it. Some people are just like, “Let’s stop this
denial. Act your age. Sweep it under the
rug.” And some people have a loving spirit
around it because they’ve gotten comfortable
with it. So, do all of you have a sense of how
you as a child, maybe not how you deal with
it today, but how you saw conflict? Does that
makes sense when I say that? Yeah? Okay.
Just every once in awhile like you want with
your kids, like just give me a, “Yeah, I got it”
you know, you all want that, right? With your
athletes -- thank you, thank you.
Okay. So, here’s a self-assessment. Okay.
So, you can write this down. I want you
to, in your mind, say yes or no, okay? So,
rather than get into an argument I tend to
put off certain discussions longer than I
should. If that’s a yes raise your hand. You
put off conversations. Okay. When others
don’t deliver on a promise, there are times
when I judge more quickly than I should. So,
somebody didn’t do something I said and
boom, I’m judging them really quickly without
knowing all the facts. Raise your hand if
you know that’s you, okay? It’s not all, you
know, it’s not black or white. Sometimes I
bring up problems in a way that makes others
defensive. This is a biggie for me because I
am a shark when we get going a little later. I’m
a results oriented gal.
So, is Jimmy still in here? I don’t think he
is. I coach with Jimmy and Dan. Dan, you
told me not to use you but I’m going to. He
said yesterday, “Please do not use me in your
talk, Kathie.” Dan and I coached three years
together, Dan? Yeah. And Dan and Jimmy

are very similar in their study, they’re like a lab
-- I have a black lab that I love. She is my
child. And labs are very steady and they’re
loyal and they would do anything for you
and they kind of move slowly, and they can
run fast but they’re very steady people. Dan
is like a lab, he’s very loyal and that’s a high
compliment, okay? I am not like a lab, and
so I can bring up problems instead of going
calmly to Dan and checking out, “Is this a
good time? Would you -- can we talk? Can I
tell you what the issue is and we can discuss
it tomorrow so you have plenty of time to think
about it?” I would just put him on the spot and
say, “We need to talk about this right now. It’s
very important. I’m very upset about it.” And
Dan would just completely shut down, right?
And there is no way he’s going to talk to me
like that.
So, we have to learn how to adapt our
behavior so we can talk with people,
especially our coaching staffs. Defensive, put
your hands up. Those of you that go on the
defensive with people, okay, four. There are
people I routinely deal with who, to be honest,
just can’t be motivated, they bug the crap
out of me, you can’t motivate these people,
raise you hand. Okay, question six. When
someone can’t do something I tend to jump
in with my advice when all they really want is
a chance to talk about their ideas. If this is
yes, raise your hand. Coaches are notorious
for this. Okay. When talking to others about
problems, sometimes I get sidetracked and
miss the original situation. So, I start getting
in to my own stuff and we’re not even talking
about what we were talking about. If you say
yes to that, raise your hand. Oh, a lot more
of you do that, come on. Eight, sometimes
I work through a problem but forget to clarify
who is supposed to do what by when. Yes,
raise you hand. Okay.
So, I don’t care about how many of you said
yes to those, but I do want you to see this
link, here at the bottom www.vitalsmarts.com/
bookresources. On that site you can take
your whole staff for free, you can take an
assessment on how you are with dealing with
conflict. You can get some information about
you and your staff and anybody can take it,
your kids can take it, you can do it with as
many people as you want.
Power outage – further recording and
transcription was not possible.
Kathie Wickstrand is president of I.C.S.
(International Coaching Society) and has trained
hundreds of coaches nationwide with her Power
of Coaching workshop.
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The Weekend Interview
with Camille Paglia
A Feminist Defense of Masculine Virtues
By Bari Weiss

‘What you’re seeing is how a civilization
commits suicide,” says Camille Paglia. This
self-described “notorious Amazon feminist”
isn’t telling anyone to Lean In or asking
Why Women Still Can’t Have It All. No, her
indictment may be as surprising as it is
wide-ranging: The military is out of fashion,
Americans undervalue manual labor, schools
neuter male students, opinion makers deny
the biological differences between men and
women, and sexiness is dead. And that’s just
20 minutes of our three-hour conversation.
When Ms. Paglia, now 66, burst onto the
national stage in 1990 with the publishing
of “Sexual Personae,” she immediately
established herself as a feminist who was the
scourge of the movement’s establishment, a
heretic to its orthodoxy. Pick up the 700-page
tome, subtitled “Art and Decadence From
Nefertiti to Emily Dickinson, “ and it’s easy to
see why. “If civilization had been left in female
hands,” she wrote, “we would still be living in
grass huts.”
The fact that the acclaimed book—the first of
six; her latest, “Glittering Images,” is a survey
of Western art—was rejected by seven
publishers and five agents before being
printed by Yale University Press only added to
Ms. Paglia’s sense of herself as a provocateur
in a class with Rush Limbaugh and Howard
Stern. But unlike those radio jocks, Ms. Paglia
has scholarly chops: Her dissertation adviser
at Yale was Harold Bloom, and she is as likely
to discuss Freud, Oscar Wilde or early Native
American art as to talk about Miley Cyrus.
Ms. Paglia relishes her outsider persona,
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having previously described herself as an
egomaniac and “abrasive, strident and
obnoxious.” Talking to her is like a mental
CrossFit workout. One moment she’s praising
pop star Rihanna (“a true artist”), then
blastingObamaCare (“a monstrosity,” though
she voted for the president), global warming
(“a religious dogma”), and the idea that all gay
people are born gay (“the biggest canard,” yet
she herself is a lesbian).
But no subject gets her going more than when
I ask if she really sees a connection between
society’s attempts to paper over the biological
distinction between men and women and the
collapse of Western civilization.
She starts by pointing to the diminished status
of military service. “The entire elite class now,
in finance, in politics and so on, none of them
have military service—hardly anyone, there
are a few. But there is no prestige attached
to it anymore. That is a recipe for disaster,”
she says. “These people don’t think in military
ways, so there’s this illusion out there that
people are basically nice, people are basically
kind, if we’re just nice and benevolent to
everyone they’ll be nice too. They literally
don’t have any sense of evil or criminality.”
The results, she says, can be seen in
everything from the dysfunction in Washington
(where politicians “lack practical skills of
analysis and construction”) to what women
wear. “So many women don’t realize how
vulnerable they are by what they’re doing on
the street,” she says, referring to women who
wear sexy clothes.

When she has made this point in the past,
Ms. Paglia—who dresses in androgynous
jackets and slacks—has been told that she
believes “women are at fault for their own
victimization.” Nonsense, she says. “I believe
that every person, male and female, needs
to be in a protective mode at all times of
alertness to potential danger. The world is full
of potential attacks, potential disasters.” She
calls it “street-smart feminism.”
Ms. Paglia argues that the softening of
modern American society begins as early as
kindergarten. “Primary-school education is a
crock, basically. It’s oppressive to anyone with
physical energy, especially guys,” she says,
pointing to the most obvious example: the
way many schools have cut recess. “They’re
making a toxic environment for boys. Primary
education does everything in its power to turn
boys into neuters.”
She is not the first to make this argument,
as Ms. Paglia readily notes. Fellow feminist
Christina Hoff Sommers has written about the
“war against boys” for more than a decade.
The notion was once met with derision, but
now data back it up: Almost one in five highschool-age boys has been diagnosed with
ADHD, boys get worse grades than girls and
are less likely to go to college.
Ms. Paglia observes this phenomenon up
close with her 11-year-old son, Lucien,
whom she is raising with her ex-partner,
Alison Maddex, an artist and public-school
teacher who lives 2 miles away. She sees
the tacit elevation of “female values”—such
as sensitivity, socialization and cooperation—

as the main aim of teachers, rather than
fostering creative energy and teaching hard
geographical and historical facts.
By her lights, things only get worse in
higher education. “This PC gender politics
thing—the way gender is being taught in
the universities—in a very anti-male way, it’s
all about neutralization of maleness.” The
result: Upper-middle-class men who are
“intimidated” and “can’t say anything. . . . They
understand the agenda.” In other words: They
avoid goring certain sacred cows by “never
telling the truth to women” about sex, and
by keeping “raunchy” thoughts and sexual
fantasies to themselves and their laptops.
Politically correct, inadequate education,
along with the decline of America’s brawny
industrial base, leaves many men with “no
models of manhood,” she says. “Masculinity
is just becoming something that is imitated
from the movies. There’s nothing left. There’s
no room for anything manly right now.” The
only place you can hear what men really feel
these days, she claims, is on sports radio. No
surprise, she is an avid listener. The energy
and enthusiasm “inspires me as a writer,”
she says, adding: “If we had to go to war,”
the callers “are the men that would save the
nation.”

Camille Anna Paglia is an American teacher and social critic.

who want the sticker in the window.”
And men aren’t the only ones suffering from
the decline of men. Women, particularly elite
upper-middle-class women, have become
“clones” condemned to “Pilates for the next
30 years,” Ms. Paglia says. “Our culture
doesn’t allow women to know how to be
womanly,” adding that online pornography is
increasingly the only place where men and
women in our sexless culture tap into “primal
energy” in a way they can’t in real life.
A key part of the remedy, she believes, is a
“revalorization” of traditional male trades—the
ones that allow women’s studies professors
to drive to work (roads), take the elevator
to their office (construction), read in the
library (electricity), and go to gender-neutral
restrooms (plumbing).
“ Michelle Obama’s going on: ‘Everybody must
have college.’ Why? Why? What is the reason
why everyone has to go to college? Especially
when college is so utterly meaningless right
now, it has no core curriculum” and “people
end up saddled with huge debts,” says Ms.
Paglia. What’s driving the push toward
universal college is “social snobbery on the
part of a lot of upper-middle-class families

Ms. Paglia, who has been a professor
of humanities and media studies at the
University of the Arts in Philadelphia since
1984, sees her own students as examples. “I
have woodworking students who, even while
they’re in class, are already earning money
making furniture and so on,” she says. “My
career has been in art schools cause I don’t
get along with normal academics.”
To hear her tell it, getting along has never
been Ms. Paglia’s strong suit. As a child, she
felt stifled by the expectations of girlhood
in the 1950s. She fantasized about being a
knight, not a princess. Discovering pioneering
female figures as a teenager, most notably
Amelia Earhart, transformed Ms. Paglia’s
understanding of what her future might hold.
These iconoclastic women of the 1930s,
like Earhart and Katharine Hepburn, remain
her ideal feminist role models: independent,
brave, enterprising, capable of competing
with men without bashing them. But since at
least the late 1960s, she says, fellow feminists
in the academy stopped sharing her vision of

“equal-opportunity feminism” that demands a
level playing field without demanding special
quotas or protections for women.
She proudly recounts her battle, while a
graduate student at Yale in the late 1960s
and early ‘70s, with the New Haven Women’s
Liberation Rock Band over the Rolling Stones:
Ms. Paglia loved “Under My Thumb,” a song
the others regarded as chauvinist. Then
there was the time she “barely got through
the dinner” with a group of women’s studies
professors at Bennington College, where she
had her first teaching job, who insisted that
there is no hormonal difference between men
and women. “I left before dessert.”
In her view, these ideological excesses bear
much of the blame for the current cultural
decline. She calls out activists like Gloria
Steinem, Naomi Wolf and Susan Faludi
for pushing a version of feminism that says
gender is nothing more than a social construct,
and groups like the National Organization
for Women for making abortion the singular
women’s issue.
By denying the role of nature in women’s
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Weekend Interview (Continued)
lives, she argues, leading feminists created
a “denatured, antiseptic” movement that
“protected their bourgeois lifestyle” and
falsely promised that women could “have it
all.” And by impugning women who chose to
forgo careers to stay at home with children,
feminists turned off many who might have
happily joined their ranks.
But Ms. Paglia’s criticism shouldn’t be
mistaken for nostalgia for the socially
prescribed roles for men and women before
the 1960s. Quite the contrary. “I personally
have disobeyed every single item of the
gender code,” says Ms. Paglia. But men, and
especially women, need to be honest about
the role biology plays and clear-eyed about
the choices they are making.
Sex education, she says, simply focuses on
mechanics without conveying the real “facts
of life,” especially for girls: “I want every
14-year-old girl . . . to be told: You better
start thinking what do you want in life. If you

just want a career and no children you don’t
have much to worry about. If, however, you
are thinking you’d like to have children some
day you should start thinking about when do
you want to have them. Early or late? To have
them early means you are going to make a
career sacrifice, but you’re going to have
more energy and less risks. Both the pros and
the cons should be presented.”
For all of Ms. Paglia’s barbs about the
women’s movement, it seems clear that
feminism—at least of the equal-opportunity
variety—has triumphed in its basic goals.
There is surely a lack of women in the C-Suite
and Congress, but you’d be hard-pressed to
find a man who would admit that he believes
women are less capable. To save feminism
as a political movement from irrelevance, Ms.
Paglia says, the women’s movement should
return to its roots. That means abandoning the
“nanny state” mentality that led to politically
correct speech codes and college disciplinary
committees that have come to replace courts.
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The movement can win converts, she says,
but it needs to become a big tent, one “open
to stay-at-home moms” and “not just the
career woman.”
More important, Ms. Paglia says, if the
women’s movement wants to be taken
seriously again, it should tackle serious
matters, like rape in India and honor killings
in the Muslim world, that are “more of an
outrage than some woman going on a date
on the Brown University campus.”
Ms. Weiss is an associate editorial features
editor at the Journal.

10

extraordinary
t h in g s
ByJeff Haden

They’re small things, but each has the power
to dramatically change someone’s day.
Including yours.

open production line. The inconvenience to
the crew was considerable, but the payoff
seemed worth it. On paper, it was perfect.

Want to make a huge difference in someone’s
life? Here are things you should say every
day to your employees, colleagues, family
members, friends, and everyone you care
about:

In practice, it wasn’t.

“Here’s what I’m thinking.”
You’re in charge, but that doesn’t mean
you’re smarter, savvier, or more insightful
than everyone else. Back up your statements
and decisions. Give reasons. Justify with
logic, not with position or authority.
Though taking the time to explain your
decisions opens those decisions up to
discussion or criticism, it also opens up your
decisions to improvement.
Authority can make you “right,” but
collaboration makes everyone right--and
makes everyone pull together.

So, a few weeks later, I met with the crew and
said, “I know you didn’t think this would work,
and you were right. I was wrong. Let’s move
you back to your original shift.”

Praise is a gift that costs the giver nothing
but is priceless to the recipient. Start praising.
The people around you will love you for it-and you’ll like yourself a little better, too.
“You’re welcome.”

I felt terrible. I felt stupid. I was sure I’d lost
any respect they had for me.
It turns out I was wrong about that, too. Later
one employee said, “I didn’t really know you,
but the fact you were willing to admit you were
wrong told me everything I needed to know.”
When you’re wrong, say you’re wrong. You
won’t lose respect--you’ll gain it.
“That was awesome.”
No one gets enough praise. No one. Pick
someone--pick anyone--who does or did
something well and say, “Wow, that was great
how you...”

“I was wrong.”
I once came up with what I thought was an
awesome plan to improve overall productivity
by moving a crew to a different shift on an

have then. (It could even make a bigger
impact, because it shows you still remember
what happened last month, and you still think
about it.)

And feel free to go back in time. Saying
“Earlier, I was thinking about how you handled
that employee issue last month...” can make
just as positive an impact today as it would

Think about a time you gave a gift and the
recipient seemed uncomfortable or awkward.
Their reaction took away a little of the fun for
you, right?
The same thing can happen when you are
thanked or complimented or praised. Don’t
spoil the moment or the fun for the other
person. The spotlight may make you feel
uneasy or insecure, but all you have to do is
make eye contact and say, “Thank you.” Or
make eye contact and say, “You’re welcome. I
was glad to do it.”
Don’t let thanks, congratulations, or praise be
all about you. Make it about the other person,
too.
“Can you help me?”
When you need help, regardless of the type
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of help you need or the person you need it
from, just say, sincerely and humbly, “Can
you help me?”
I promise you’ll get help. And in the process
you’ll show vulnerability, respect, and a
willingness to listen--which, by the way, are
all qualities of a great leader.
And are all qualities of a great friend.
“I’m sorry.”
We all make mistakes, so we all have things
we need to apologize for: words, actions,
omissions, failing to step up, step in, show
support...
Say you’re sorry.
But never follow an apology with a disclaimer
like “But I was really mad, because...” or “But
I did think you were...” or any statement that
in any way places even the smallest amount
of blame back on the other person.
Say you’re sorry, say why you’re sorry, and
take all the blame. No less. No more.
Then you both get to make the freshest of
fresh starts.
“Can you show me?”
Advice is temporary; knowledge is forever.
Knowing what to do helps, but knowing how
or why to do it means everything.
When you ask to be taught or shown, several
things happen: You implicitly show you
respect the person giving the advice; you
show you trust his or her experience, skill,
and insight; and you get to better assess the
value of the advice.
Don’t just ask for input. Ask to be taught or
trained or shown.
Then you both win.

Jeff Haden has ghostwritten 40 non-fiction books and is a feactured colomnist for Inc.com and CBS MoneyWatch.com

with. Say “I’ve got a few minutes. Can I help
you finish that?” Offer in a way that feels
collaborative, not patronizing or gratuitous.
Model the behavior you want your employees
to display.

But everyone needs help.
Don’t just say, “Is there anything I can help
you with?” Most people will give you a version
of the reflexive “No, I’m just looking” reply to
sales clerks and say, “No, I’m all right.”
Be specific. Find something you can help
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Be quiet until you know exactly what to
say-and exactly what affect your words
will have.

Then actually roll up your sleeves and help.
“I love you.”
No, not at work, but everywhere you mean
it - and every time you feel it.
Nothing.
Sometimes the best thing to say is nothing. If
you’re upset, frustrated, or angry, stay quiet.
You may think venting will make you feel
better, but it never does.

“Let me give you a hand.”
Many people see asking for help as a sign of
weakness. So, many people hesitate to ask
for help.

You’ll never recover from the damage you
inflict on an employee’s self-esteem.

That’s especially true where your employees
are concerned. Results come and go, but
feelings are forever. Criticize an employee
in a group setting and it will seem like he
eventually got over it, but inside, he never
will.
Before you speak, spend more time
considering how employees will think and
feel than you do evaluating whether the
decision makes objective sense. You can
easily recover from a mistake made because
of faulty data or inaccurate projections.

JEFF HADEN learned much of what he
knows about business and technology
as he worked his way up in the
manufacturing industry. Everything else
he picks up from ghostwriting books for
some of the smartest leaders he knows
in business.

By Delancey Place

In today’s encore selection -- from The Genius
in All of Us: New Insights into Genetics, Talent
and IQ by David Shenk. Practice. Rather
than being the result of genetics or inherent
genius, truly outstanding skill in any domain
is rarely achieved with less than ten thousand
hours of practice over ten years’ time.
“For those on their way to greatness [in
intellectual or physical endeavors], several
themes regarding practice consistently come
to light:
1. Practice changes your body. Researchers
have recorded a constellation of physical
changes (occurring in direct response to
practice) in the muscles, nerves, hearts,
lungs, and brains of those showing
profound increases in skill level in any
domain.
2. Skills are specific. Individuals becoming
great at one particular skill do not
serendipitously become great at other
skills. Chess champions can remember
hundreds of intricate chess positions
in sequence but can have a perfectly
ordinary memory for everything else.
Physical and intellectual changes are
ultraspecific responses to particular skill
requirements.
3. The brain drives the brawn. Even among
athletes, changes in the brain are
arguably the most profound, with a vast
increase in precise task knowledge, a
shift from conscious analysis to intuitive
thinking (saving time and energy), and
elaborate self-monitoring mechanisms

that allow for constant adjustments in
real time.
4. Practice style is crucial. Ordinary practice,
where your current skill level is simply
being reinforced, is not enough to get
better. It takes a special kind of practice to
force your mind and body into the kind of
change necessary to improve.
5. Short-term intensity cannot replace longterm commitment. Many crucial changes
take place over long periods of time.
Physiologically, it’s impossible to become
great overnight.
“Across the board, these last two variables -practice style and practice time -- emerged as
universal and critical. From Scrabble players
to dart players to soccer players to violin
players, it was observed that the uppermost
achievers not only spent significantly more
time in solitary study and drills, but also
exhibited a consistent (and persistent) style
of preparation that K. Anders Ericsson came
to call ‘deliberate practice.’ First introduced
in a 1993 Psychological Review article, the
notion of deliberate practice went far beyond
the simple idea of hard work. It conveyed
a method of continual skill improvement.
‘Deliberate practice is a very special form
of activity that differs from mere experience
and mindless drill,’ explains Ericsson. ‘Unlike
playful engagement with peers, deliberate
practice is not inherently enjoyable. It ... does
not involve a mere execution or repetition of
already attained skills but repeated attempts
to reach beyond one’s current level which is
associated with frequent failures.’ ...

“In other words, it is practice that doesn’t take
no for an answer; practice that perseveres;
the type of practice where the individual keeps
raising the bar of what he or she considers
success. ...
“[Take] Eleanor Maguire’s 1999 brain scans
of London cabbies, which revealed greatly
enlarged representation in the brain region
that controls spatial awareness. The same
holds for any specific task being honed; the
relevant brain regions adapt accordingly. ...
“[This type of practice] requires a constant
self-critique, a pathological restlessness, a
passion to aim consistently just beyond one’s
capability so that daily disappointment and
failure is actually desired, and a never-ending
resolve to dust oneself off and try again and
again and again.
“The physiology of this process also
requires extraordinary amounts of elapsed
time -- not just hours and hours of deliberate
practice each day, Ericsson found, but
also thousands of hours over the course
of many years. Interestingly, a number of
separate studies have turned up the same
common number, concluding that truly
outstanding skill in any domain is rarely
achieved in less than ten thousand hours of
practice over ten years’ time (which comes
to an average of three hours per day). From
sublime pianists to unusually profound
physicists, researchers have been very
hard-pressed to find any examples of truly
extraordinary performers in any field who
reached the top of their game before that
ten-thousand-hour mark.”
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RenoSys...
Where
Renovation
Winter
Is
Coming...
Avoid the Spring Rush and Renovate Your Pool This Fall.
Meets Innovation

Where Does It End?
RenoSys began
began
1988 with
with
simpleAfter
proposition: Deliver
Deliver
Game
Stop
Throwing
Money Down The
Drain
Year
Year
RenoSys
inin 1988
aa simple
proposition:
Game
Schedule
Now for
Changing
Ways
to
Solve
Commercial
Pool
Operator’s
Problems.
Changing Ways to Solve Commercial Pool Operator’s Problems.

Fall Renovation

Don’t wait until Spring like everyone else to try to schedule
your pool renovation for a Memorial Day completion.
Involve RenoSys early in your pool construction or
renovation planning. We’re taking reservations now for
Fall renovations. You’ll receive priority scheduling, huge
savings, superior products, creative ideas, and state-ofthe-art technology. Call 1-800-783-7005 for more
information or visit: renosys.com/game-changers

Changing Ways to Solve Commercial Pool Operator’s Problems.
Thousands of
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25 years
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later we
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fulfilling
the
promise
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ment. Involve RenoSys early in your pool construction or renovation
planning, and
and we
we promise
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to show
show you
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superior products,
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ideas
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state-of-the-art technology
technology as
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well as
as how
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they can
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all be
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day. Call
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the whole
whole story
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You Tube
Get The Superior Pool Interior From RenoSys
See®Us On
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©2011 ARS
ARS Inc
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©2013ARS
ARSInc.
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See Us
Us On
On
See
Trying to keep your pool facilities open,
watertight
and attractive can drain your budget – especially if you’re dealing with a leaky pool. If
Call
for
You
Tube
you’re planning new construction orYou
renovation
RenoSysEstimate
will help keep800.783.7005
your pools open
CallInterior.
for aaTMTM Free
Free
Estimate
800.783.7005
Tube - specify RenoSys, The Superior Pool
and looking great for decades. Unlike fiberglass, paints and epoxy coatings, RenoSys
does
not
depend
upon
ainfo@renosys.com
mechanical bond with
www.renosys.com
•
www.renosys.com • info@renosys.com
your old pool shell, allowing it to expand and contract with the freeze thaw cycle making even existing cracks and cold joints completely
watertight. RenoSys has a full complement of integrated products and systems designed to renovate and build new commercial pool
TM
TM
TM
facilities. Give us a call today for a free, no obligation quotation and ideas on how to solve your pool problems.

Game Changing Ideas for Aquatics

Call for your free sample!
PVC Shells
Pool Shells Recreational
Gutters,
Grating &Solutions
Perimeter Solutions
Aquatic Conversions
Stainless
Pools &Pools
Spas & SpasElevated
Recreational
PVC Flooring
Pools
& Spas
PVC Pool
Gutters, Grating
& Perimeter
Paddock Evacuator
Aquatic Conversions
Stainless
PVC Flooring
Elevated
Pools
& Spas

PVC Pool Shells

Gutters,
Grating & Perimeter Solutions
Conversions
Stainless Pools & Spas
800.783.7005
• www.renosys.com
• Aquatic
info@renosys.com

Recreational PVC Flooring

Elevated Pools & Spas
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