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2019 ASCA

HALL OF FAME

COACHES

Congratulations
to these great coaches and a huge thank you

from the Coaching Community for all they have done to serve their communities
and move our sport forward! 

Coach
John E. Mattos

Coach 
Kathy McKee

Coach 
Mike Parratto 

Coach 
Maureen Sheehan

Join us in honoring them on Thursday evening, Sept. 5, 2019

at the Annual ASCA Awards Dinner in Dallas! 
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With SwimMAC Coach McKee guided pre-competitive swimmers all the way up to the national level 
– including swimmers named to the USA National Junior Team; awarded opportunity to serve as 
coach for 2007 National Junior Team. Three time Georgia Age Group Coach of the Year recipient 
and Phillips Outstanding Service Award Recipient. With NCAC Coach McKee Coached swimmers 
to numerous team and state records, including one National Junior team member. Honored as 
the North Carolina Swimming Age Group Coach of the Year in 2014. With Dynamo Coach McKee 
helped develop many great national level swimmers including Mary Ellen Blanchard, Carlton Bruner 
and Eric Wunderlich. Has served on numerous committees with USA Swimming, North Carolina 
Swimming and Georgia Swimming, served on ASCA Board for six years; spoken at the World Clinic 
numerous times as well as US and international clinics.

Coach John Mattos  

John graduated from Colorado State University in 1971 with a bachelor’s degree in English.  
He was an All-American swimmer for CSU finishing 3rd and 5th in the 100/200 back at the 1969 
NCAA D-I Championships and 7th and 5th in 1970.  He was also and Honorable Mention All-Ameri-
can in 1969 in Water Polo.  He came back to CSU and finished his college education in 1975 with his 
Teacher Certification in English.  He was immediately hired at Fort Collin’s Poudre High School as 
an English teacher and coached both the girls and boys HS swimming teams.  John began his swim 
coaching career in 1973 when he was hired as the head age group coach for the Southern California 
Aquatics swim team.  When he returned to Colorado in the mid 70’s to get his teaching degree, he 
was hired as the head coach of the Fort Collins Tideriders (currently known as the Fort Collins Area 
Swim Team – FAST).  John actually fell in love with working with young people during the summer 
of 1968 when his seasonal beach lifeguard duties at the City of Huntington Beach were changed 
from Beach Guard to Junior Lifeguard Instructor.  Training young 12 and under boys and girls to be 
comfortable in the ocean and then learning ocean life saving skills propelled John into a very long 
teaching and coaching career.  

In 1980 John was hired to coach the Colorado State Women’s Swimming and Diving Team and he 
remained their head coach for 31 years.  He retired in July of 2011.  Mattos had over 200 career dual 
meet wins.  He guided the Rams to 77 individual conference titles, 2 District VII regional team titles, 
5 High Country Athletic  Conference championships, 2 Western Athletic Conference titles and 1 
Mountain West Conference regular season team championship.  He was named HCAC’s Coach of 
the Year 3 times, the WAC Coach of the Year twice and the MWC Coach of the Year once.  In 1994 his 
team finished 12th at the NCAA Division I Championships as legendary swimmer, Amy Van Dyken, 
became the first CSU swimmer to win an NCAA individual event championship while setting a new 
NCAA and US record in the 50 yard Freestyle.  Amy earned Swimmer of the Year honors for her 
efforts at that championship meet and Mattos was named NCAA Division I Coach of the Year by 
his peers.  Amy went on to become the first woman from the USA to win 4 Gold Medals at the 1996 
Olympic Games in Atlanta, GA and Mattos helped guide her to 2 more Gold’s at the 2000 Olympic 
Games in Sydney, Australia. 

John was selected as an assistant coach to the US (long course) World Championship swimming 
team that competed in Rome, Italy in 1994.  He was later named an assistant to the 2004 US (short 
course) World Championship team that competed at the Conseco Events Center in Indianapolis.  
He was inducted into CSU’s Athletic Hall of Fame in November of 2005.  In Oct. of 2016 John 
received yet another honor, this one was as a recipient of CSU’s prestigious Distinguished Alumni 
Award.  A very high honor for the man who was in the midst of his retirement trying to keep a low 
profile.

John was a longtime member of the College Swimming Coaches Association of America and the 
American Swimming Coaches Association.  He achieved Distinguished Coach Awards, Master Coach 
Awards and the Richard E. Steadman Award.  He has spoken at the American Swimming Coaches 
Association, College Swimming Coaches Association of America and the Mexican Swimming annual 
coaches conventions.  He has also presented at USA Swimming sponsored symposiums around the 
country to educate young up and coming swim coaches.    

Along with wife, Connie, Mattos has lived in Fort Collins since 1975.  They have a 25 year old 
daughter, Marissa Valorie, who graduated from Fossil Ridge HS where she was elected the girls swim 
team captain her senior year.

Coach Kathy McKee   
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Maureen has been a mainstay of swimming and coaching In Illinois for 40 years now, and has 
produced USA Team Members and Olympians as their formative years coach. In addition to an 
incredible record of team success. She is now battling a serious Illness and we wish her all the best 
in that battle, and she is in our prayers daily. Her positive influence in the lives of countless athletes 
stands as a huge contribution to our sport, far in excess of her considerable competitive coaching 
success. Coach Mo was a unanimous selection by ASCA Board of Directors.

Coach Mike Parratto   

HEAD COACHING EXPERIENCE
Head Swimming Coach, Riptide Swim Team   Apple Valley, Minnesota  2012-present
Head Swimming Coach, Lawrence Swim Team Lawrence, Indiana  2010-2012
Head Swimming Coach, Seacoast Swimming  Dover, New Hampshire 1984-2010

USA TEAMS AND CAMPS
USA National Team Coach    1987-2006 and 2015-2019
USA Assistant Coach, Pan Pacific Team  2018 Tokyo, Japan
USA Assistant Coach, World Junior Team  2017 Indianapolis, IN
USA Olympic Team, Advisory Coach   1992 Barcelona, Spain
USA Olympic Team Camp    1992 Colorado Springs, CO   
USA Coach, International Distance Camp  1991 Honolulu, HI
USA Coach, USA National Junior Team  1993 Paris, France
USA Coach, National Team Distance Camp  1994 Colorado Springs, CO
USA Coach, USA National Junior Team  2006 Melbourne, Australia
USA Coach, USA National Junior Team Camp  2018 Colorado Springs, CO
USA Coach, USA Butterfly Summit Camp  2018 Colorado Springs, CO
Head Coach, USA Olympic Festival   1991 Los Angeles, CA
Head Coach, Girls Silver Select Camp  1991 Colorado Springs, CO
Assistant Coach, Boys Bronze Select Camp  1990 Colorado Springs, CO
Head Coach, Girls Gold Select Camp   1999 Colorado Springs, CO

ASCA World Clinic Speaker     5 Clinics
ASCA New England Swimming AG Coach of the Year  2003
ASCA Level 5 Coach / Age Group and Senior 
Olympic International Operations Committee   1992-2000
New England Swimming Board Member   1986-2010
New England Swimming Senior Chair   many years
New England Swimming Coaches Rep   many years
Minnesota Swimming Senior Committee   2012-present
Minnesota Swimming Competitive Excellence Committee 2016-present

Coach Maureen Sheehan   
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51st ASCA WORLD CLINIC 2019

September 3-8, 2019 
Sheraton
Downtown Dallas 
400 N Olive St.
Dallas, TX 75201

• 50+ SPEAKERS

•100+ EXHIBITORS BOOTHS

•1000+ COACHES

AMERICAN SWIMMING COACHES ASSOCIATION

CLICK TO REGISTER
www.ascaworldclinic.com

www.ascaworldclinic.com


8 | ASCA NEWSLETTER ASCA NEWSLETTER | 8



ASCA NEWSLETTER | 9

Why a Coach Should Own 
Their Own Club

by Bill Schalz

Bill Schalz: If you ever want to know what it’s like to be a salmon 
swimming upstream, sit in the back of the room when Gregg Troy 
is talking. Then, when he gets done and it’s your turn to talk he’ll 
walk up that center aisle while everybody is rushing out. You guys 
are the hardcore ones. Hopefully the capitalists, and this is a really 
important topic to me because if I had not started my own club, I 
would not be coaching anymore. I’d grown to really hate the sport 
because of dealing with some of the stuff I had to deal with and I’ll 
get into that.

I want to give you a brief bio about myself. I started swimming 
when I was 13, and the only reason I got into swimming is because 
my sister shamed me, and every day she got up in the morning 
and said, “Come on, come to practice. You’re not tough enough.” 
I started going to swim practice and started liking it. I swam at an 
NAIA school, Loras College; go Duhawks. And my first coaching job 
was at a high school while I was in college. I just happened to be 
in my c0-college coach’s office and the local high school team that 
trained at our college was looking for a coach, someone to help out 
their faculty advisor. I got into it and really enjoyed coaching. Then, 
I went back after college to my hometown and started coaching 
the YMCA team.

Then, in 1984, eight years later, I started the Bullets. The reason I 
bring this up is, I really don’t have a swimming pedigree to speak 
of. I never swam for a famous coach. I had some great role models 
in coaching and my high school coach. I’m still close to him today 
and his wife; they’re literally my second parents. The point of that 
is, is you don’t need a special background to own your own club. 
There are definitely some things that you need, and there’s a pro-
cess I want to go through today on what that would look like. But, 
you don’t have to have a special background to own your own club.

As I said at the top, I’m really passionate about coach ownership. 
I had a really tumultuous eight years at the Aurora Y when I was 
coaching. I probably wasn’t the greatest employee on the planet 
because I was young and I was brash, but I had a way that I knew 
that I wanted to do things. I was often handcuffed in my ability to 
do those things. One of the things that I have learned over my years 
is that good coaches are getting fired every single year because 
of a Board of Directors with an over-exaggerated sense of self-im-
portance. I literally got a text right before this before this talk from 
a coach who was told by his parent board and the President who 
said, “You know, you make enough money for what you do.” I just 
replied back to him, “You know, why don’t you tell that President to 
go hang out with that Coach for a week and see if he can keep up?”

I know this isn’t universal, but we see coaches all the time getting 
fired, and more times than not they’re getting fired for something 
that has absolutely nothing to do with why they were hired. Why 
do you hire a swim coach? You hire somebody that’s going to be a 
good role model for your children. You hire somebody that’s going 
to make your team better, make your swimmers faster. Going to 
show up every day, he’s going to be reliable. That’s what you hire a 
coach for. I have a buddy, he actually works for me. He’s been fired 
twice. I love coaching with this guy; and I have multiple sites, so I 
don’t actually even see him all the time anymore even though he’s 
at one of our sites.

But when he and I used to coach together years ago, this guy 
would write some amazing sets. I mean he was super creative with 
it. He had a photographic memory. I love standing next to him, 
“Hey, what’s the 11-12 girls 100 butterfly state cut?” He’d shoot it 

out and he knew it. The kids loved him. Parents largely loved him, 
but he had a fatal flaw. He was extremely disorganized. He was an 
administrative nightmare and he coaches for me now. We knew 
that when we hired him. We knew that if I open up the trunk of 
his car, I’m going to see paperwork all over the place. He’s just not 
organized. I didn’t hire him to do paperwork. I hired him because I 
want a really effective coach at that location.

I have another buddy, 30 years coaching the same club, and he had 
the same President for 20-plus years. This is Jersey area, so there’s 
probably some Godfather mixed into this. But, here’s a guy that’s 
had the same President for 20 years. This President leaves, they 
get a new board, and two years later the board says, “We’re going 
to go in a different direction.” Now, he had some administrative 
issues, too. I think he still has a flip phone, but not super organized. 
But here’s a guy in an overly crowded pool, who had swimmers 
going to Nationals. They were top of the top, this is a nationally 
recognized club. They fired the coach because they wanted to go in 
a different direction. Apparently slower swimming is the direction 
that they wanted to go into.

I had a very similar situation myself. These are the issues that we 
deal with. Owning your own team is going to give you control over 
your financial stability. Like I said earlier, I wasn’t a great employee. 
I don’t want a job. I didn’t like having a job. I didn’t like having 
people tell me what to do, especially people who don’t know 
anything about swimming. We were doing a college recruiting talk 
once and I had a swimmer. I asked him, ‘What do you want to do?’ 
And he goes, “I want to be an architect.” I’m like, “Oh, cool.”

Then I said, “When you’re an architect, then what?” He goes, “Well, 
I’m going to get a job.” And I’m like, “What’s your ultimate goal?” He 
goes, “Man, I want to get a job.” I’m like, “Why do you want to get a 
job?” I said, “Shouldn’t your ultimate goal be to learn this craft? Be 
an architect for years and design elevator shafts, whatever you’re 
going to design, and then go off on your own and ultimately be 
your own boss?” And he asked me, “Isn’t that risky?” And I said, 
“Yeah, if you’re an idiot.” I said, “But what’s riskier?” doing a good 
job with your company. You’re doing a good job being a coach or 
an architect, largely speaking, you’ve got control.

I have a buddy who owns an ice-cream shop. Three months after he 
opened the ice-cream shop and everything’s going well. The Illinois 
Department of Transportation shuts down his road, no traffic in or 
out, and he has not traffic for three months. Sales plummet. Now, 
he’s struggling. I think he’s going to get it back, but even though 
he’s doing a good job with his business, there are outside factors 
for sure. When you work for somebody else, you have to rely on 
other people to do their jobs, too, and I think that’s the challenge. 
Quite frankly, I literally just got sick and tired of people who didn’t 
know anything about swimming trying to tell me how to do my job. 
Here’s my parent experience at working for a parent organization.

I was hired as an age-group coach in 1985 at the Aurora YMCA. 
I’m going to disparage this YMCA and I’m going to disparage the 
swim team, but the YMCA closed 15 years ago, so I don’t care. 
The Head Coach who hired me was a friend of mine. We actually 
weren’t friends when we hired me, we became friends, and we’re 
still friends to this day. He wanted to get out of club coaching; he 
had a lot going on. He hired me for a year. He had a great job, and 
he really did a great job in mentoring, not only on the swimming 
side but also on working with parents and things like that. At the 
end of this talk, you’re going to think it didn’t take, but it did.
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I became the Head Coach in 1986 at the Aurora Y, and I coached 
that Y swim team for eight years. During the eight years I was 
there, I had seven different Aquatic Directors. The first two Aquatic 
Directors were awesome; they were great, a woman and a male. 
The next five Aquatic Directors got progressively worse to the 
point where the last three bosses at the Y were Aquatic Direc-
tors and their only experience in aquatics was being a lifeguard. 
They were literally hiring their lifeguards to be Aquatic Directors. 
Another challenge that I had at the Y was that I has two bosses. 
I have the YMCA Aquatic Director and eventually I started reporting 
directly to the Executive Director. Then I had the parent board. And 
the problem is they don’t talk to each other regularly.

My last several Aquatic Directors didn’t even go to the board 
meetings anymore. I’m going, ‘My Aquatic Director in my YMCA is 
telling me to do one thing, and then the Parent Board is telling me 
to do something different.’ It wasn’t universally true, but one of the 
problems is they did have different goals. YMCA, they want a coach 
who’s going to have integrity, who’s going to grow the program, 
given the people what they want, and be revenue positive. The 
parents, they want their kids to swim fast. They don’t care if this is 
a positive or negative impact on the Y financially unless that comes 
back to impact them. So, their wants and needs were inherently 
different.

The problem is that with a parent board, as I’ll talk a little bit lat-
er, the parent board goals often change from year-to-year based 
on who’s on the board. I would go and come out of a board 
meeting, and now I got to go talk to my Aquatic Director saying, 
“Okay, you’re telling me this and they’re telling me that.” Then the 
Aquatic Director goes and talks to the President. Now I’m stuck 
in the middle between two bosses. In my sixth year coaching at 
the Y, the Board of Directors got together. The President of the 
Board, which was one of my strongest advocates at the time, and 
this is rare for the swim community, but she’s actually one of our 
children’s godmothers. This woman was a staunch supporter of 
ours; a great woman.

She goes out to the East Coast to bury her mother. While she’s out 
there, the Board meets with the YMCA and they conspire to fire 
me. Everything they did was based on lies. When our President 
came back, we were able to prove that these things were lies. The 
Aquatic Director ended up getting fired over this, but it created 
a real mess. Again, quality of swimming was not a factor at all in 
this. I just want to give you a little taste what the YMCA was like 
when I got there. We were a top 10 YMCA team. Not very special, 
and remember YMCA swimming was a subset of the LSC. We were 
definitely not a top team in Illinois swimming, or not a top 10 team, 
I doubt we were even a top 20 team.

We had one to two swimmers at Y-Nats, but nobody was making 
finials. We had no swimmers at the USA Swimming Speedo Juniors 
or USA US Nationals. ‘92, six years later, we’re a top three team of 
the Y’s in Illinois, the top two teams were also two of the top three 
teams within the LSC. We were typically third, and we were prob-
ably a fifth to eighth place team within the LSC. We would take 10 
to 15 swimmers. I think my last year at the Y, we took 17 swimmers 
to Y Nationals. We had multiple finalists, and we were scoring in the 
top 10 at Y Nationals. We had swimmers qualifying for Juniors and 
we had grown the team by 25%. Our lanes were pretty full.

These were all the things that we had done, and my wife was my 
Head Age Group coach and did a phenomenal job bringing those 
age-groupers up so that I could be the guy to take them to the 
Nationals and get all the credit. This is what we were doing, but it 
wasn’t apparently what the board wanted. So, I got into a situation 
where I met with the Executive Director, we forced him to hire me 
back. He left the boardroom, I wasn’t even in the board meeting 
but then the President announced that I was resigning. I thought it 
was important that he endorse me as their Head Coach and then I 
quit. The team revolted, it was really interesting. I didn’t expect this. 
People asked me, ‘What are you going to do now?’ I’m like, “I don’t 

know, play golf, I guess.” But, I didn’t have plan.

The parents revolted. They had a grassroots parent had a meeting. 
They asked me to come, I wasn’t going to go. But I ended up going. 
It was really emotional for me and my wife because the parents 
were up there, and we had parents up there crying saying, “What 
are you doing to our team? Bill and Robin are the best thing that’s 
ever happened to this team and you guys are trying to run them 
out. You guys can leave.” Basically, told the parent board that if 
they didn’t like it, to go someplace else.

I got a lot of control out of that, and so we renegotiated. It was a 
CEO life situation. I had control of the wet side of the team, which 
meant I would put together a broad-strokes plan of what we were 
going to be doing. It was very vague. But it was pointed in a vision 
of what we wanted to do, short on detail, but tall on grandeur, if 
you will. The Board of Directors had to vote on that. And one of 
the board of members said, “Well, what if we don’t like what you’re 
proposing?” I replied to him and I said, “Dave, if I want to go that 
way and the team wants to go that way, why in god’s name do you 
want me as your Head Coach?” The next two years I was with the 
team. They voted on it, no problems. I was also ex officio member 
of the nominating committee and the budget committee.

One of the important things, just as an aside here, if you’re coaching 
a team and you ain’t on the board meetings and you’re going to 
the budget meetings, bring your own budget to the first budget 
meeting. Make sure that’s the working budget moving forward. 
You’re going to get a lot more of you want and need, and it’s going 
to be directed towards your vision. Problem was I still worked for a 
board, and I still wasn’t happy. I still had a lot of the same problems. 
One of the things that I saw over the next two years, there were a 
lot of similar patterns that emerged and that led to them to trying 
to oust me the first time. So, I ended up resigning. I started the 
Bullets in 1994.

After eight years of working for a parent board, I was ready to leave 
the sport. I loved coaching swimming, I loved coaching the kids. 
I just hated the job. Had I not started the Academy Bullets, I can 
promise you right now I wouldn’t be standing here today. There’s 
no way I’d still be coaching. If I’d had stuck around two or three 
more years after I did, there’s no way I would’ve stuck around. The 
last 25 years have been the happiest and most profitable or most 
rewarding 25 years of my coaching career. But it’s all because we 
own our team, my wife and I.

It was extraordinarily valuable having my wife with me because I’m 
not the most organized guy in the world either, but my wife is. She’s 
an awesome Age Group coach and being able to do that together 
made it all easier to do. It was a great project for us both. Some of 
the issues that I have seen, and not only with this YMCA team back 
then, but also with teams that I have worked with that I have been 
really involved within Illinois swimming. Every now and then our 
general chair will say, “Hey, can you come and talk to this parents’ 
board and talk to them a little bit and see if we can get this team 
on track?”

One of the biggest problems I see in parent-run boards is they do 
not have a long-term vision. The reason for that is because there’s a 
lot of turnover on these boards. The shift of the focus tends to shift 
from board to board based on who is on the board. If you have a 
ton of 10-and-under parents on your board, they don’t understand 
why you’re investing in Senior swimming so heavily. And if you have 
a ton of Senior parents on your board they don’t understand why 
you’re not investing in Senior swimming more heavily, “Why are we 
flying our coach to Nationals for one kid? Why are we doing these 
kinds of things?” Those are some of the issues that you face with a 
parent board.

Parents on the board with an axe to grind. It’s inevitable that you’re 
going to have that situation. I don’t probably don’t have to expand 
on that. Board members looking out for their child or for their 
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group, not for the team. When the parents on the board, may be 
thinking mostly big picture, but at the end of the day when they’re 
starting to vote on things, “My daughter is an 11-year-old girl, why 
do I care about this?” or, “Gee, I don’t think this is good for our 
group that this coach is going to leave my daughter’s group. My 
daughter loves this coach and now go to another coach?” 

This isn’t strictly limited to parent boards, we’ve seen this on 
virtually every board. If you’ve ever sat on a USA Swimming 
board meeting you see little fiefdoms and stuff. Too much parent 
drama on a parent-run team. When you have a parent board, and 
especially if you don’t have a super strong parent board, parents go 
and they’ll complain to the board members. They don’t come and 
complain to the coaches, “I own my team. If you have a complaint 
you come see me.” Because there’s nobody else to complain to, 
there’s no parent board to complain to, there’s not a lot of options. 
We had a mom who called me up and wanted to join our swim 
team, and she was the President of their club. I was a little bit leery 
about that.

I said, “You know, if you’re looking to be a President, that’s my job 
and I don’t need another President.” She’s like, “Bill, I am so tired of 
being President, I will run concessions for you, I will be a timer for 
you, whatever you need I’ll do. But I don’t want to run a swim team. 
I’m so sick and tired of every single swim meet where I have got a 
parade of people in front of me and I cannot watch my daughter 
swim because everybody’s complaining to me.” That’s exactly what 
we’re talking about here. Parents complain and it feels like they 
have to go to the board and lodge complaints. For me it’s like, ‘If 
you don’t come and talk to me and you go to other parents, it’s not 
a problem to me. If you have a complaint as a parent, I want our 
parents to come talk to me, I want to deal with mole hills, I don’t 
want to deal with mountains.”

If I can have somebody come up to me with a problem early 
on, good. What I tell our parents is, “If you have a question or a 
concern, come to me, please. You may not like the answer I give 
you, but I promise you I have going to give the exact same answer 
to the exact same parent with the exact same problem.” Now, most 
people don’t have exact same problems, but if in similar situations 
people are going to get the same answers, and we work really hard 
to be fair like that. Therefore, I’m sure they talk around a little bit 
and talk to each other. But at the end of the day, you can’t go to a 
parent board to try to try to solve a problem.

Mike Koleber talked the other day, from Nitro Swimming, about 
the same thing. We have had a couple of conversations this week, 
and he says the same thing with him. They just don’t have a ton of 
drama. Now, is a coach-owned team for everyone? If you were here 
for Gregg Troy the answer, then you know, no, it’s not for everyone. 
I’m sitting in the back of the room and Gregg Troy goes, “You know, 
the coach-owned teams? I’m not sure they are the best thing.” I’m 
thinking, “Oh, you’re killing me, Gregg.” But, he made a really valid 
point. I don’t totally agree with his point, but the first part of his 
point I totally agree. There is a difference between an employer 
and employee.

If you’re an employer, you have to control every aspect of your 
business, so it is a full-time job. I have two full-time jobs, I’m a 
swim coach and I’m a business owner, I’m an entrepreneur. So, run-
ning a business is a full-time job. I’m responsible for my employ-
ees. I got to make sure that on the first of the month, when we do 
payroll, I got enough money to cover payroll. I have a $50,000 pay-
roll, plus $10,000 in payroll taxes, plus $4,000-ish in healthcare, 
and a couple of grand in retirement benefits and things like that. 
I need about $70,000 in my checking account in order to make 
payroll on the first of the month, and that’s on me. It is more work 
than I ever imagined.

I was talking to a coach when I first started my team about nine 
months in, and the coach asked me a question. We were both Y 
coaches and he was really successful. He asked me, “How do you 

like owning your own club?” I said, “It’s more work than I ever imag-
ined, but I haven’t had a parent board meeting in nine months.” He’s 
like, “Oh my God, life’s little pleasures.” We just don’t deal with that 
kind of stuff. Or you’re an employee and you just want to coach. 
When I say you just want to coach, I don’t mean that disparaging 
in any way, shape, or form. I have a passion for coaching; I have a 
passion for running a business. I love to have that freedom. I’m the 
kind of guy I want to do what I want to do, when I want to do it, and 
how I want to do it, and I don’t want people telling me how to do it.

If I make a mistake, it’s on me. I do make mistakes, and that 
happens. But I don’t like being micromanaged, and I don’t like 
people telling me what to do. There are coaches that want to come 
in, they want to run their practices, run their teams, write their 
workouts and do all of that stuff, more power to you. That’s 
awesome. If that’s what you want, then don’t go start your own 
team because it’s a lot of work. Let me give you a couple of things, 
I’m going to come off the rails a little bit and just talk about some 
things that every employee-coach should be doing. Gregg Troy 
touched base on this, I almost pulled the slide. This is also stuff that 
I have to do as a coach-owner. Number one, you need to create a 
vision of where you want to take the team.

As a Head Coach, this is something you absolutely should be doing. 
You have to create the vision of where you want to see the team 
going. You have to set clear and concise goals of where that vision 
is and what it’s going to take to achieve that vision. Then you have 
to sell your board on the vision. Gregg talked about this, and he’s 
absolutely right. If your board is not onboard with your vision, then 
you’re going to struggle. If you want to go that way, and the parent 
board wants to go that way, you’re in for a hard time and it’s going 
to be very difficult.

But if you get the board to buy into the vision and every single 
board meeting you go to, every time they’re talking about changing 
a rule of the team or voting on something as they feel they need 
to, make sure that whatever they’re voting on is moving the team 
closer to that vision that everybody agrees on. Another thing you 
need to do is keep your resume current. Now, I have owned my 
own club for 25 years. I have not had a job interview in 30 years, 
and I have a resume that’s largely current. I’ll probably update a 
couple of things, “Hey, talked at the 2018 World Clinic.” I think it’s 
important to keep your resume current and that way it’s accurate 
because you never know. Keep an eye on job opportunities.

When you’re looking at job opportunities anywhere in the 
country, you might find out that maybe, ‘Hey, there’s this, job 
over here and they’re paying 20% more than I am. Maybe this is 
something I should be taking to my board.’ But when a coach has 
been coaching a team for 30 years, or another buddy of mine has 
been coaching, he’s been fired twice. Believe me, they were both 
caught flatfooted when it happened. There wasn’t a plan B at the 
time. When you’ve been in a club for 30 years, trust me, you don’t 
have a plan B. You have a plan for 31 or for 32. I think it’s important 
if you get fired from a job, you got to figure out you may have one 
more paycheck left, and then you’re going into your reserve.

It’s important that you keep an eye on job opportunities just so 
that you can be ready to go and know what’s going on. It gives 
you a better and healthier feel for the market. There were some 
key warning signs that I missed in the lead up to the board trying 
to fire me. One of them is a combative board. Every single thing 
was a fight, “I think we should do a blue team suit this year.” ‘No, 
we’re doing green.’ “I think we should start senior practices at 7:00 
o’clock instead of 7:30 so they can get out early.” ‘No, we’re going 
to start at 8:00.’ Everything was a fight. Surveys; team has never 
done a survey before and all of a sudden now they want to survey 
the organization. All the survey questions have some sort of a bend 
on them to get the person to answer a certain way.

A parent board did this. My wife and I literally filled out the survey 
and we were laughing, we thought it was a big joke. Name some 
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things you hate about the coach. ‘The coach is a jerk,’ and all this 
stuff. Obviously, we didn’t send it in. But every question led the 
respondent to answer negatively about the coaching staff. When 
they came time to fire me, they have all these responses. Of course, 
the board made sure every one of them responded, so at least got 
nine or 10 responses. I work at a Catholic high school and I coach 
the all-girls school, and I coach the swim team there. I have a really 
good relationship with our athletic director. She’s the only athletic 
director the school has ever had for probably close to 35-40 years; 
really hardworking woman.

We were talking one day about how the administration was literally 
putting pressure on her to fire a couple of the other Head Coaches 
in their sport. They were getting some negative feedback. The 
athletic director really pushed back hard, and she said no, 
she wouldn’t fire them. The following fall they had all the fall 
athletes at the end of the season come in and do a survey. I told our 
athletic director, I go, “Somebody’s getting fired, and they’re going 
to use these surveys.” “No, I don’t think so.” Trust me, they fired two 
coaches that year. Fortunately, I wasn’t one of them. That’s a a sign 
that there’s trouble brewing.

Are they giving you impossible tasks? They may say, “Hey, you 
know what, we need you to cover this workout. It’s at another pool 
20 minutes away.” Even though the workouts are 10 minutes apart 
because you got to finish your workout and then get over here, and 
there’s no way to do it. Next thing you know, you’re getting a job 
review saying, “Hey, you’re late for your job, you’re leaving your job 
early.” Little things like that that are little things that they can do to 
get to you. Is the board having secret meetings with your staff? Are 
they meeting with your staff behind your back? Are they having 
secret meetings, period?

Towards the end of my career at the Aurora Y, I walked into a 7:00 
o’clock board meeting at ten to 7:00. I walk in, the board is fully 
assembled, and they’re meeting. And as soon as I walk in, they 
stop talking; does not take a rocket scientist to know who they 
were talking about. Like I said, as a CEO business-owner, you are 
responsible for your employees, for your clients that are not your 
swimmers or your parents, the financial health of the company, and 
making the company profitable. Because at the end of the year, if 
you have a million-dollar company and you have a million dollars 
and one in expenses that means you didn’t get paid that year and 
you lost a dollar. The company needs to be profitable. If it’s not 
profitable, it’s a hobby and your spouse better have a really kickass 
job because hobbies as expensive.

It is important that you run the business intelligently and then 
you can make it profitable. As the Head Coach of the team I have 
different goals. My goal is to provide a service that drives the 
business, so it’s slightly different. Whereas, like a CEO and an owner, I’m 
responsible for my employees, I’m still responsible to the clients. 
But as the coach I need to create a service that people want, be 
able to articulate that service to my clients–which are my parents–
but they’re not my bosses. The difference of having your parents to 
be your customers and not your bosses is that when they’re your 
customers it is, ‘This is what we’re doing. This is our product. This 
swim team is our product. We’re going to train IM; we’re going train 
swim freestyle,’ whatever we’re going to do.

This is our product, this is way we’re going to do it, and if that’s 
what you want, come to us. But they’re not my bosses. They don’t 
get to come to the team under what we just described and then 
say, “Well, we think you should do things differently.” You don’t get 
to come to my team and say, “You know what, I have an eight-year-
old that I really need to practice with his or her high school sibling 
because that’s convenient for me today.” We don’t do those things. 
We have a product, we offer it a certain way, and we do everything 
we can to encourage the people to come. Swimming fast at meets 
really helps, but that’s just part of it.

There are six things that I just kind of jotted down. There might 

be a hundred must-haves, but I think these are some things. And 
some of these things, probably do apply whether or not you own 
your club. The first thing is ‘begin with the end in mind.’ This comes 
from Stephen Covey who wrote the book, The 7 Habits of Highly 
Effective People. And lot of people go into things and they don’t 
have a clear picture of where they’re going. If you’ve ever had a 
goal talk with an athlete and they have some vague goals, it’s no 
wonder why they’re not achieving their objectives because they 
can’t even articulate them. What are your personal goals in life? 
What is your mission for your business and your team?

Have that in mind clearly, and this is just what we talked about a 
minute ago. Then make sure that your goals work towards that. 
You must love what you’re doing. As Confucius says, “Choose a 
job that you will love and you will never have to work a day in your 
life.” I changed the word ‘job’ to ‘career.’ Like Gregg said earlier, 
don’t always want to get up at 4:00 o’clock in the morning and go 
to practice. But, I know that when I do that, and we do all this hard 
work and we make these sacrifices, there’s going to be some great 
results at the end. I get to watch smiling kids achieve their goals 
and do things they’ve never thought they’ve done in their life. Love 
what you’re doing, and I’m passionate about being a swim coach. 
I’m passionate and I love being a business owner, so it helps.

Got to have a great product; we talked about this a couple of 
slides ago. Fulfill the needs of the community. I don’t think any 
community feels like, “Oh my god, I got to have a great swim team.” 
But, parents want programs that their kids can find success, that 
will challenge them, teach them some discipline and other values. 
That’s what we offer. Maybe even a college scholarship along the 
way. I think it’s important to note that owning your club will not 
make you a better coach. Certainly, when I left the Y and started 
the Bullets, the first year we had the Bullets we were a top 10 team 
in our age-group state meet. I think our worst finish in the last 15 
years was second place at our age-group state meet. We have had 
swimmers go to Olympic trials; we’ve had a couple of Olympians, 
foreign Olympians and stuff.

We have done a lot of things that I don’t think we ever would’ve 
done at the Y, but it’s not because I’m a better coach now than 
I was before. I’m actually able to do the things that I want to do. 
We’re certainly in a little bit better location than the old location, 
and so a little bit easier for people from other cities to come get to 
us. But owning the club, I can’t tell you how many families came to 
our club just for no other reason than to get away from the drama 
from their other club and they didn’t want to be around a parent 
board. My wife and I can tell you, we had no idea if this was going to 
work. We didn’t get paid the first summer. We had to just see how it 
goes. We started with 60 kids, and we had to see how it went. And 
it went really well.

A lot of that is because parents knew that they were going to 
come in, they didn’t have to run the team; they certainly do a lot of 
volunteer work and things like that. But it wasn’t me being a 
coach-owner that made me a better coach, but it was the fact that 
I was able to take off some of the restrictions that helped. Very 
important you hire great people and have great people around you. 
There are two parts to this, one is all of my coaches are people that 
that are great role models; they’re great coaches. The role models, 
I think, is more important than the coaching part. They are people 
that I trust to do things and I know they can handle the jobs that 
they were hired to do.

It is very important that when you are hiring somebody to do a 
job- create the job first, and then hire the person. Too often we 
are like, “Ah, we need somebody else. We need to get somebody 
else on this program.” We go out and find somebody that we like 
or somebody that is cool or whatever, and we think we’re going 
to work with. But we didn’t quite define the job, only to find out 
that that’s not this person’s wheelhouse. If you want to avoid some 
chaos, create the job first then hire the person. Controlling water is 
very important. If you own your own pool and want to build your 
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own pool and those kinds of things, that’s great. It’s expensive, 
but that’s the way you control the water. Renting a pool is not 
necessarily controlling the pool.

We rent everything. I don’t own a single facility. I am working on 
building a teaching facility right now. It’s probably about a year out, 
but we rent all of our pools. We rent from different groups, and I’ll 
get a little bit more into that later. Build strong relationships. We’ve 
had some issues, and I’m going to go back to the renting for a 
second. We had one facility, we were a part of facility. We were 
in for 10 years. We helped them pass the referendum to build the 
facility. I had great relationships with the head of the Park District. 
Well, over those 10 years all those guys resigned or all those guys 
retired.

Now they have a whole new group of people in there. We lost some 
of those relationships. And the next thing you know, they look at 
us and say, “Wow, look at all the swimmers they have. What if we 
started our own team? Man, we could recreate that and we get to 
keep the money.” We got kicked out of the facility, and I had to 
go find another pool, and we lost some lane space. It was a real 
challenge, and it was all because I just failed to keep those relation-
ships up. I think if we’d have kept those relationships, we would’ve 
been in better shape on that. You are going to start a business, 
you need to incorporate multiple different ways in which you can 
incorporate a business,.501(c)(3) is a not-for-profit, LLC, S Corp - a 
lot of stuff.

I started as an S Corp, and I don’t know what that means. Then, I 
switched to an LLC, I know a little about more what that means. 
You are going to want an attorney. My attorney said, “You want to 
setup an LLC. The reason you want to be LLC is because it gives 
you greater liability protections.” The business laws in every state 
are different. Illinois tend to be a little less business-owner friendly 
than other states. It is really important that you meet with a lawyer 
and find out what’s the best scenario for your state because it is 
literally different every state. If you got a buddy who is a lawyer in 
Ohio and you live in Illinois, it is different.

My cousin is a great lawyer, but if he told me what to do- I’m calling 
a buddy of mine. I’m going to call my lawyer in Illinois and find out if 
that’s legit. You want to get a lawyer. Your lawyer can advise you on 
how to set up the business, like we were just talking about. There’s 
a myriad of business laws that you’re probably not aware of. You 
may have employee contracts. An employee contract can as simple 
as, ‘this is an at-will employee,’ and it’s one page, that’s what mine 
are. My longest employee agreement or contract is two pages long. 
Yeah, you’re going to have an employee manual. You want to make 
sure your lawyer has it so that you don’t put in something in your 
employee manual that you’re not allowed to put in or that is illegal.

Registration materials, we have hold harmless agreements and 
things like that. It’s important that your lawyer reads those to make 
them as effective as possible, but also make sure they’re legal. Be-
cause you could put one word in there wrong, a comma in there 
wrong and it could change the whole meaning. Review your rent-
al contracts. I don’t sign anything without my attorney reading it 
first. In fact, I have had a couple of agreements that we looked at. 
Typically, I can look at a contract and say, ‘This doesn’t look right,’ 
and I go to my attorney. But, we have had a couple of contracts that 
we didn’t sign or waited till they modified them.

Hiring an accountant is really important. Payroll, payroll tax, there’s 
a lot of laws in that. If you try to do the whole thing yourself —first 
two years I was doing my own payroll and payroll taxes. I accumu-
lated over $2,000 in fines for taxes, and most of it wasn’t because 
I turned the money in late, it was because I turned the paperwork 
in late. As our payroll grew, we would be put into different brackets 
that I wasn’t aware of and so we ended up having some problems. 
If you’re going to build a pool or build a facility, it’s really important 
because you are going to have to have some financial docs. You 
are probably going to have a business plan and things like that, and 

you’re going to need your accountant and probably your lawyer to 
look those over because you are going to have to create some pro 
formas and things like that. I’m not going to get into all that right 
now.

I have three insurance agents. I have one for liability, I have one 
insurance agent for our healthcare plan for my employees, and I 
have a third for our workman’s compensation plan. I wish one of 
those insurance agents would do all three, but they don’t. It’s all 
good, I’m actually friends with all of them, so it’s fine. But these 
are the kinds of things when you’re running a business that you 
have to be aware of. You need to acquire a pool. When I started the 
Bullets it literally cost me, I want to say, $300 to start the team. I think 
the LSC fee was $200. We were a brand-new team, and so our first 
registration was swimmers that had come from other teams 
coming in. Because they were all unattached, they couldn’t be 
registered as a team.

To start a team, you have to have a certified coach and an attached 
swimmer. My two-year-old daughter became the first member of 
the Academy Bullets swim club because even her older brother was 
transferring from another team; we didn’t have a swimmer. But it 
literally cost me about $300 to start a team. It is pretty inexpensive 
to do that. Typically, when you’re looking at pools in high schools, 
colleges, health clubs, YMCA or Park District, I have done them all, 
they’re all different. They are all unique in their own different ways. 
One of the challenges though when you’re renting a pool is that 
virtually nobody, a school district, a Park District, is going to give 
you a long-term contract.

They’re not going to give you a five-year contract with a 
renewable five-year lease, that’s not going to happen. I have one 
high school district. They will only give us a three-month contract. 
There are times when we’re in November and we have to get this 
contract done before January 1, and we have to get it done before 
Thanksgiving because after Thanksgiving these people go off into 
Christmastime-land and they’re hard to get a hold of. We could 
literally lose our pool time if we don’t have it done, but they won’t 
start the contract negotiations process in September. Usually it’s 
just like, ‘Okay, here are your new dates.’

It is different for every group. There is a little bit of risk there. You 
also have time-space limitations when you’re renting facilities like 
this, as we all know. High schools, you are dealing with the high 
school teams. Health clubs, you’re probably not getting all the 
lanes. They are going to keep lanes held off to the side. The Park 
District, one of our big changes with them was we would get a set 
of lanes, and they were always going to us, “Hey, could we get one 
of your lanes on Tuesday nights because we want to start this new 
program?” ‘Well, no, we have a contract for that.’

Then, the next contract the following year, we lose that Tuesday 
night. We are always fighting with the Park District for lane space. 
If you want to build a pool, you need significant capital outlay. I’d 
put $1.5 million to $20 million because if you’re going to build an 
outdoor 25-yard pool, and buy the land and do all that stuff, and 
then put a building up and stuff like, it will cost you. I’m looking 
at building a real small swim school, 6,000 square feet. We are 
estimating it’s going to cost between $1.6 million and $1.7 million. 
It is going to likely take one to two years to build. We put in a bid 
on a piece of land, I find out tomorrow if we got the bid- it’s going 
to take nine months minimum to do zoning and permitting at it.

Now, I don’t have to put any money out during that time, which 
is nice. But still, it takes a lot longer. Then, I have to build it. So, if 
we’re lucky, it could take another six, seven months. The nice thing 
about building a pool or building a facility is you do have a valu-
able asset. If you’re building a building and/or you buy land, you do 
have a valuable asset as part of your business, and you have total 
control over your environment. You’re the one who determines the 
pool schedule and everything else. The biggest challenge you are 
probably going to have is your swim lessons will get too big, and 
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your swim team will get too big, and they will fight over pool space 
with each other.

How do you build your own pool? I have no idea; I have never 
done it yet. However, I’m in the early stages of building a swim 
school. It is actually easier than I thought to build a facility. There’s a 
build-a-pool conference going on right now, and if you’ve ever 
thought about building facility, if you really want to build your own 
business, I think you’re going to find you’re going to have a lot 
of fun. I’m confident that 25 years ago, if I was starting my swim 
team all over again, I’d build my own facility. I would have had more 
control over that. I think I’d be a lot happier. I’d probably have multi-
ple pools right now, and probably my whole business model would 
be different.

You have not only people who have built pools before, but you also 
have companies, like Counsilman-Hunsaker that’s in there. They will 
tell you all the dos and don’ts and everything like that. Contact 
Mick Nelson, he’ll tell you how to build it, and Sue will tell you how 
to program it. They are great sources of information. Just in the 
last couple of days, just hanging out with Mick and Sue, I had lunch 
with them one day. I doubled my amount of information that I knew 
about what I needed to know about building a pool. Talk to other 
coaches who have built their own facilities. Mike Koleber was here 
the other day talking about it.

A buddy of mine just built a new pool down in Houston. They love 
to share information. I had a guy asking about building a pool one 
time, he actually sent me his drawings. They love to give you the 
information, they’re happy to do it. If you’re looking to go that 
route, which is a much bigger route, then I would encourage you 
to. Don’t look at it and say, “God, there’s no way I want to do that.” 
I’m not saying go out quit your job and go try to raise $5 million or 
$3 million to build a facility. I’m not recommending you do that. I 
would certainly recommend start with your team, get it going. But, I 
would always encourage you to keep that in the back of your mind.

I would have to say that as far as my swim team and my lesson 
program, my biggest frustration is that I didn’t take that shot 
earlier. I think if I’d have done that and having that kind of con-
trol over the facility, I think our teams would even be better than 
they are. Finally, if this is something you’re passionate about and 
things like that, talk to other coaches who have done it. Mick told 
me something interesting, Mick Nelson, facilities division head at 
USA Swimming. He said that when he started the facilities division, 
he told me there’s like three to four percent of the clubs in USA 
Swimming were coach-owned. Now that number is up to 17. So, I 
was stunned at both numbers. But, I love talking about my swim 
team.

Some people can’t get me to shut up about it. Ask my wife, she’ll 
tell you. When you have something that’s yours, that you’ve built, 
you want to talk about it, and I think that’s kind of human nature. 
I’m going to be around today until tomorrow. I’d be happy to 
give you my contact information if you have any questions about 
starting up your own team. Starting a swim team is actually is 
simpler and cheaper than starting a lesson program. In some ways, 
it’s even easier because there’s a lot of lap pools out there, there’s 
not a lot of 90-degree pools out there in which to run some lessons. 
I’m happy to answer questions. If you know other coaches that own 
their own teams, ask them about it. I’m sure they are going to be 
happy to answer any questions, like right now.

Question? Start there.

Female Speaker 1: Yeah, could you go over the pros and cons of 
being for-profit versus not-for-profit?

Bill Schalz: Yeah and we have grappled with that a little bit. The 
question was what pros and cons of being a for-profit club and 
a not-for-profit club. People used to ask me all the time, are you 
guys a not-for-profit club? And I said, no. It just works out that way 

because we weren’t making any money at the beginning. But there 
are challenges, why would you want to be a not-for-profit club? 
You got to have to have a board again. The difference is the board 
could be you, your wife, and your accountant. I actually created a 
not-for-profit arm, a not-for-profit company, and my wife and I are 
on the Board of Directors and a buddy of mine, who is an Aurora 
cop, is on the board.

We haven’t done anything with it mostly because I don’t have 
time to figure out how to best utilize it because there are some 
challenges. You can’t go bringing revenues in on the not-for-profit 
side and then just start dumping them into the profit side, there’s 
a huge problem that the IRS has with that. Then you’re laundering 
money, for lack of a better term. You have to be a little bit careful 
with that. If you start as a not-for-profit and then want to switch 
to a for-profit, that is light years easier than doing it the other way. 
If you start as a for-profit and then decide you want to turn your 
company into a not-for-profit, it is very difficult. 

The biggest advantage I have seen in terms of not-for-profit is that 
there’s a lot of high schools, a lot of school districts, and Park Dis-
tricts - they have different rental rates for not-for-profits and for 
for-profits. If you want to start an LLC in Illinois, it’s $250 a year to 
renew your license. If you’re a not-for-profit it’s $10 or $20, I can’t 
remember which. So no, a little bit trickier thing. So if you’re a 990, 
then you have to post your 990 federal tax return online, which 
means that your top-salaried employees’ salaries are going to be 
public.

You do lose some privacy. You don’t own a not-for-profit, but you 
can certainly control it. We are a for-profit company. I find it easier. 
There’s certainly some less red tape and it’s just a little bit easier. 
I don’t know if it’s the right answer and I know that there are guys 
that control not-for-profits, too. That is why I did it the way I did it 
because quite frankly there’s less red tape and that was a process I 
was more familiar with than the not-for-profit. 

Yes.

Male Speaker 2: I’m not familiar with the area that you’re in really.

Bill Schalz: Okay.

Male Speaker 2: You - you said the market was saturated already, 
like there are plenty of other teams around already when you start-
ed your team. If there were, how do you go about this these first 
couple years for you?

Bill Schalz: You cannot swing a cat over your head and not hit 
another swim team in my area. I am in the western suburb of 
Chicago. There are two swim teams in my town of Aurora, which is 
about 200,000 people. The Park District one they started, and our 
team. I have got a 400-swimmer team in Naperville, and there’s two 
swim teams in Naperville, used to be three. To the north of us, St. 
Charles, you’ve got another 200-300 swimmer team; so, there’s a 
lot of teams in our area. I’m the Head Coach and Aquatic Director 
at a All-Girls Catholic School. I’m their Head Coach and Aquatic 
Director at an All-Boys Catholic School. So, I have been there for 
25 years.

The Principal that hired me was my freshman theology teacher, 
though the Principal that replaced him was one of my classmates. 
The current Principal is one of my best friends, who used to be a 
coach and has gone up. He was a teacher and started coaching, 
and got into administration. I have really good job security there. 
That made it easy, but now I have got the water. But even with that, 
our area saturated with swim clubs. Is it fully saturated? I think it’s 
overly saturated, but as a business owner, of course I do. We started 
our team. When I started the team, the Y team still existed. They 
still had the pool. They were closer to a better demographic than 
we were in many ways.
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But, our location and where we were close to the highway, we drew 
people in. Naperville’s got a much higher demographic than we 
do, but Naperville people would not come that close to down-
town Aurora. Once we got out by the highway, man, we were 
getting people from Naperville left and right coming out to us. They 
probably thought we were in North Aurora and not really in Aurora, 
so that may be have been part of the let them come out and see us. 
There still are a lot of teams. It kind of goes back to our vision, and 
make sure that we’re doing what we can do. We are experiencing 
much more competition now.

This is my last year coaching high school for the girls and the guys, 
because it’s 28 weeks in Illinois; 14 girls, 14 guys. I don’t have time 
to coach high school and still do the things I need to do to grow 
my swim team and my swim lesson program. We are in a Chicago 
market so there’s 20,000 swimmers in Illinois swimming, and 
17,000 of them are in Chicago and surrounding area, so yeah, we 
have a lot of teams.

Male Speaker 3: So, how to you advertise? I mean, a nonprofit, 
for example, in some areas you sometimes get flyers in schools. 
Whereas for a for-profit, then the average kids just don’t want to 
do that.

Bill Schalz: Right. We’re really active on social media. , and we are 
very active on social media. I have 700 swimmers, so I have eight, 
nine different sites. Everybody kind of pitches in on the social 
media side, and that’s one way we do it. Swimming fast at meets 
helps, looking professional, those kinds of things, that helps a 
lot too. We have a pretty strong lesson program in my location, 
where we have about 250 swimmers in between two pools in our 
location. We have roughly 40 swimmers who go from our swim 
lesson program to the swim team. Some things that we are going to 
be moving forward with is hitting the summer leagues a lot harder.

We have a lot of our coaches that do some summer league 
coaching too, so that helps draw those kids in. One of the things 
we’re going to be doing with one of the country clubs in Aurora is 
we are going to offer free pool time to them, and free clinics in April 
and May. Before they’re able to get into their pool and start training 
outdoors, we’re going to offer them free clinics with our coaches. 
Their two coaches are former swimmers of mine, so that helps too. 
We have done car decals, we’ve done all sorts of stuff, but I mean 
it’s a never-ending thing and it’s evolving.

With our lesson program, which is also a for-profit company, we’re 
putting together some safety flyers and we’re piggybacking with a 
not-for-profit, so next week’s project is to go out to these schools 
and see if we can get those schools to put those flyers in. It has got 
our swim lesson logo on it, we build that business and that’s a lot of 
the stuff that we’re doing. In the beginning, we were the cool team. 
I mean for lack of a better say, I don’t know if I was the cool guy, but 
we were the cool team because kids were swimming fast, we were 
having fun, and we had a good group of older swimmers that were 
popular in the state, and so that drew people in.

Go ahead.

Male Speaker 4: Do you have any insights on moving a board-run 
team to a coach-owned team?

Bill Schalz: I do. It is hard. It’s difficult. Because, first of all, the board 
has to buy into it and that can be a challenge. A buddy of mine just 
did it, he just converted his team over and he merged with another 
team that was coached by his brother. They are putting this together 
and I talked to him this week and he was lamenting on how much 
work it was. Basically, most board-run teams are not-for-profits. 
Part of it is just dissolving the other team and just converting it 
and saying, ‘Okay so now the parent board is now going to be an 
advisory board.’ And then, the actual not-for-profit board is going 
to be you, your wife, your buddies, or whatever it is.

You take the control of the corporation of the not-for-profit 

business, and put that into friendly hands that are not swimming 
people. I think one of the dumbest things I ever did was never 
create a parent board. I didn’t want to have it, but to not to have 
a booster board is a mistake. I think if you have a booster board 
then the parents - even if the team is for you, if you give the parent 
booster board, ‘Okay, if we do this, and this, and this we can keep 
our team fees down. If we do these things we can go out and buy 
cool starting blocks or a timing system,’ those kinds of things. I 
think it was kind of a mistake on my part.

Male Speaker 5: Sometimes it’s a struggling balance those that 
want to volunteer want a paid position. Sometimes I find myself 
trying to decide if I pay them it’s going to cost more, but then I 
can have expectations of their performance. Sometimes those 
volunteers come with strings attached.

Bill Schalz: Right.

Male Speaker 5: But, it is sometimes the cost effective method. 
So that’s one question, how do you balance those two? And the 
second question is completely separate, but raising money…

Bill Schalz: Okay.

Male Speaker 5: You’re building a $1.6 million facility.

Bill Schalz: Yup.

Male Speaker 5: We are kind of in a similar boat. Advice on how 
you might raise money, and maybe some tax advice that might go 
along with that, something that might appeal to investors.

Bill Schalz: Okay. Right. 

Presenter: We’re a 501(c)(3).

Bill Schalz: Okay. The question was at what point do you stop 
paying people to do something, and at what point do you get 
volunteers? Our volunteer system is pretty simple. We do this - we 
do a swim-a-thon. Every family has to raise a hundred dollars or 
else they got to pay us a hundred dollars. We host a lot of swim 
meets because when you have a team of 700 swimmers, you can’t 
put 700 swimmers into a swim meet. We used to have a lot of 
meets, and not every one of our sites goes to all of our meets, 
but we do host a bunch of meets. Parents are required to work X 
number of sessions at a meet that we’re hosting. From that 
standpoint, they don’t then they get billed.

We have supermoms that love to volunteer. I have got a mom 
whose child hasn’t paid for team fees in two or three years because 
this mom just is everywhere all the time volunteering for us. As far 
as fundraising and specifically fundraising for a facility, I’ll give you 
an example of a buddy of mine that has built his own facility. We are 
going to kind of mimic that. First, we’re going to buy the land. Then, 
on top of that, we’re going to put a building on top of it. We are 
estimating that the land is going to cost roughly $400,000. Then 
on top of that, for 6,000 square foot building I’m estimating $200 a 
foot, I hope I can build it for cheaper than that. We need $1.6 total.

My goals is to raise the $400,000. We are doing a pretty good 
job on the raise. We are doing a business plan. I have reached out 
to some close friends of mine that know my reputation and are 
confident that I can make this work. We have gotten some quick 
money. And no, I haven’t got a single check yet, so I’m saying that 
with a grain of hope, but very confident that we’re going to get 
that money fundraised. Once we fundraise the money, we’re going 
to buy the land with cash and then use the land for collateral to get 
the business loan - the SBA loan for the facility. SBA loans, typically 
you need 25%. We are putting $500,000 down to where we’re us-
ing $500,000 with collateral for a $1.2 - $1.4 million loan. So, cool.

Alright thank you. I’m around and I’m happy to answer any 
questions that you guys have. Thank you very much.
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This is Jim Thorpe. Look closely at the photo, you can see that he’s wearing different socks and 

shoes. This wasn’t a fashion statement. It was the 1912 Olympics, and Jim, an American Indian from 

Oklahoma represented the U.S. in track and field. On the morning of his competitions, his shoes were 

stolen. Luckily, Jim ended up finding two shoes in a garbage can. That’s the pair that he’s wearing in 

the photo. But one of the shoes was too big, so he had to wear an extra sock. Wearing these shoes, 

Jim won two gold medals that day.

 

This is a perfect reminder that you don’t have to resign to the excuses that have held you back. So 

what if life hasn’t been fair? What are you going to do about it today? Whatever you woke up with this 

morning; stolen shoes, ill health, failed relationships, don’t let it stop you from running your race. You can 

experience more in life if you’ll get over the excuses and get on with living. You can have reasons or you 

can have results and you can’t have both.

Things Don’t Have to be Perfect
Coach Chris McCurdy
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Developing a Culture of Hard Work
Gregg Troy

Gregg Troy: I am a last-minute guy working to deadlines. I am a 
little like that kid that didn’t do a good job during part of the season 
right now, and then runs out of time. When they gave me this topic, 
I thought, this will be no problem at all. I put little thoughts in a file 
folder and then I try to get them all together the last week. I didn’t 
do a very good job getting this one together because once I found 
it, I couldn’t find any organizational pieces in order. I really had a 
plan that I wanted to be relaxed.

If you got questions, please ask me. The more it’s presentation-
oriented sometimes it becomes canned. I have been going to ASCA 
clinics now since ‘72. My first job was a full-time job I had to coach a 
country club in Florida. As I finished my swimming career, and this was 
my senior year. Well, there was a guy that was coaching at Sarasota 
YMCA, and this was my senior year, and I swam at Sarasota Y in 
high school. Tim Hill is sitting down here, and Tim was the coach at 
Sarasota YMCA. I swam with Tim in Christmas.

Then I coached at Bradenton Country Club for two summers and 
I got to know Tim real well. I guess some of the work ethic things 
rubbed off because Tim was a work ethic guy. He was good at 
setting up a culture from that standpoint. I went on to Fort Myers, 
started a program down there. In all those situations though, I do 
not know that hard work is actually termed right. I did a little bit of 
work. If you were lucky enough to go to the Hall of Fame banquet 
the other night, it was really interesting. I think it’s directly relative 
to this. 

The guys they introduced there, when I am listening to them, you 
got Chuck Riggs right away. Sippy Woodhead talks about Chuck 
Riggs, and there’s absolutely no doubt in that conversation that a 
work culture of doing things and doing not necessarily a lot, but 
doing it and doing it well was part of what they did. Ed Spencer, 
same sort of dynamic. Those two guys, you look at them having 
a lot of distance freestylers and putting in some volume doing 
some work. Then Gregg Wilson at Santa Barbara, lots of sprinters 
and lots of really good people. You got Pete and he did it a little 
different, didn’t have quite the same resources available to him, but 
a tremendous job coaching.

Then I started looking at people that were in the Hall of Fame. A 
lot of these are people that were mentors for myself, and there are 
a few that aren’t Hall of Fame, but you got Dick Wilkins and Jack 
Simons. Tim Hill was a tremendous influence on me. Mark Schubert, 
Bill Sweetenham isn’t in our Hall of Fame, but what a tremendous 
coach and great insight. Dick Shoulberg and those guys are guys 
who did it for a long time. They were highly successful for a long 
period of time and had a big value on work. Then you have got Ed-
die Reese, tremendously successful. Jon Urbanchek, Richard Quick, 
Teri McKeever- they all had work ethic and they were really on 
top of what they did. But I think in today’s world sometimes, work 
becomes confused with distance.

You do not have to swim distance to work hard. Philosophically, 
we all have different approaches in what we are going to do. It 
was really good for me to spend two days for an hour with Michael 
Andrew and watch what he’s doing. I am not a big USRPT guy, but I 
do believe that there’s an aspect of what he’s doing is tremendous-
ly amazing. I am always amazed with the guy. It’s a work ethic deal. 
He is on it. He did some stuff in the camp that I do not think the 
other people at camp were doing; It was hard. And quite frankly, 
I’ve done stuff like that for a long time. It is not the whole diet in my 

program. But, to think that there’s no culture of work in that? There 
is a culture of work and there’s a culture of responsibility, and the 
kid has a really great understanding of where he’s at.
I am not selling USRPT, far from it. But, by the same token, we 
are talking about culture. We are talking about a culture of work 
and a culture of getting better. Do not confuse work with distance 
though the two probably meet a little bit. One of the best quotes 
I heard when Lea Mauer was coaching at Stanford, and we were 
talking at one meet, was about talent. You know, as coaches we all 
like to talk a little bit about talent. Talent isn’t the deciding factor. The 
deciding factor is how you use the skill set that you have, it’s not 
just talent. Her comment to me was, ‘It’s not about talent,’ she said, 
‘it’s about convincing your athlete no matter how talented they 
are that there’s someone else out there who is as talented that’s 
outworking you.’

It is a simple statement, but that’s the key. In creating a culture of 
work, you are going to practice with the idea that you want your 
people to understand what the rest of the world is doing and how 
they can outcompete the rest of the world? You do that internally 
by doing your things right within your own program. The athlete 
needs to make the necessary changes they need to. But it’s going 
to be around a culture of knowing that it’s a big world out there 
and there’s other people out there that want to beat you. This is 
competitive swimming, we are not in a synchro class. Lea swam for 
John Collins, a Hall of Fame guy, who is really great. Two of John 
Collins’ best swimmers were Lea Mauer and Rick Carey, 100-200 
backstrokers. They were a product of working hard and culture.

When you are thinking about the culture, I like to think a little bit 
outside our sport sometimes. These names just jumped out at me; 
Michael Jordan, Tiger Woods, Tom Brady. They are guys when you 
listen to them or you talk to them- when they are at the peak of 
their career, they are outworking everyone else. When you start and 
look at what you want to do program-wise, the first place you want 
to start is in building a culture. Cultures are hard to build, they are 
harder to maintain. They are easy to lose and I think George talked 
a little about that today, compromise. Little things really hurt you 
there. They are extremely hard to regain when you are losing. My 
first job was five years, my next two were each 20-plus. Within that 
20-year ebb and flow, if you stay in one place for a long time, you 
find that invariably you let some things go that are really important 
to you or you let them slip.

When they slip, your program is going to slip. It’s harder to reinstate 
those things, so whatever you are doing, you want to stay on top 
of it. First thing you got to do is you have got to establish what 
you value. It might be different for each of us, and what you value 
may differ by what you have available to you. Some of us have six 
lanes, 25 yards with lots of time. Some have six lanes, 25 yards with 
a little bit of time. Some people, who are lucky enough to have two 
50-meter pools and all kinds of time, while some have two 50-me-
ter pools and not much time. Your value structure doesn’t change, 
no matter what it is. It might be modified because of that.  You have 
got to decide personally what’s important for you, and those values 
become the cornerstone of what you do.

Once you have got those cornerstones, there shouldn’t be many of 
them. I was talking to a friend, they hired a coach as an assistant 
that had a really hard time in their previous job. Then when the as-
sistant came in, they were talking about value structure type things, 
and what things they valued. He brought with him a booklet from 
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his previous job. The previous job was more a booklet of what you 
can’t do. But I think that your rules are limited and your values are 
very clear.  You cornerstone those values, and those are the ones 
you are willing to go to war over. You cannot compromise those in 
any manner. Those are so keys. They are worth losing your job over; 
you won’t be successful without that.
Those cornerstones have to be expressed to whoever your admin-
istration is. If you are in college, it’s your collegiate administration. 
If they aren’t bought into those cornerstones, you are going to 
be unsuccessful in that dynamic. Some point down the road, you 
will definitely be unsuccessful with that dynamic. If you work for a 
board-run club, it’s got to be sold to your board, and I think board-run 
clubs are great. I have worked in both dynamics personally, and I 
know there’s a big tendency in today’s world for that, ‘I want to 
run my own thing.’ The only problem with coaches running their 
own deal: the plus is you make more money, you are in control. 
But the minus is I think sometimes you compromise your coaching 
skills because then you have to be a business person. If you are a 
business person, you have actually taken on two jobs because 
coaching is a full-time job and business is a full-time job. You are 
really busy if you do not have a board.

If you run it all yourself, then you got to hire a business manager, 
which is a whole other set of problems. It isn’t always better, be 
careful what you wish for. In running it yourself, you set it up off 
your cornerstone. Your values, you are willing to go to war for them. 
If you are working for a board that’s parent-run or a community 
board or YMCA, if they haven’t bought into your core values and 
they are not going to be supporting your core values, it’s really hard 
to establish the culture you want. We are talking about hard work 
culture. I do not necessarily like the topic, but there’s something 
right to it. You have got to get the administration and make sure 
they are onboard. If they are onboard and you know what your val-
ues are, then the next thing is you have got to express the values to 
the people you are working with.

If your staff isn’t onboard with the values, then you are going to 
be working against one another. If your athletes aren’t onboard 
with the value, you are going to be really frustrated. You can only 
punch round pegs into square holes for so long. Sooner or later, it 
becomes extremely frustrating. I know this from experience 
because I’ve tried to do that way too many times. I think that 
the more rules you make, the more times you are going to paint 
yourself into a corner.

Once you have painted yourself in a corner and say, ‘If you do this, 
this is going happen,’ - it better happen. Because if it doesn’t hap-
pen, it’s a cornerstone. The less rules you have to paint yourself in 
a corner over, the better off you are. That doesn’t mean you are 
not demanding, it just means that you have got flexibility in how 
you choose to present the demand. Your culture, if it’s about work, 
it’s about being successful. I think all too often the culture of work 
becomes distance, which I do not believe is actually the case. What 
it should be is about challenge. Hard work culture is really a culture 
challenge. You are going to challenge people to see what they can 
do because what we do is not natural. In conversations with the 
athletes, I talk very much about how we aren’t born with gills.

We are harder than running because, at least running, you are in 
an element that is natural. We are in an element that isn’t natural, it 
doesn’t come easy. All those things become hard. I sat in a couple 
of meetings with Dick Shoulberg and one time, it was one of the 
best ones I ever heard. He was in a committee meeting and people 
were talking about swimming fast and to paraphrase, Mr. Shoulberg 
said, ‘I do not know what it takes to swim really well, but I know 
it’s fricking hard.’ And it really is. It doesn’t matter whether you are 
swimming the 50 freestyle and you are Caeleb Dressel or you are 
swimming the 1650 or if you are Jordan Wilimovsky and you swim 
in open water. It is all hard, it’s just different type of hard. But, it’s all 

built around the culture you create, which is demanding and chal-
lenging.

If you do not have athletes who are willing to accept challenges 
then you are probably not going to be very successful because it’s 
a challenge to be really good. Now, how that challenge is presented 
and how you are going to get to that point that they accept it, that 
is key. Presenting to your athletes, you have got to explain to them 
clearly what the expectation is. You have got to have team meetings. 
I was asked a question at a conference recently. When I was at 
Bolles, it was amazing. People did all kinds of things, and I was 
fortunate to have a good dynamic and some real good athletes; 
people coming in from different places. Then, I never thought in 
these terms. Someone said to me, ‘You’d sit for a team meeting and 
you could tell they were all in and they were listening.’

That term, “All-in” is kind of one of those catchall things, but it is 
right. They were never all-in; it was a process of making sure they 
are in. How did we do that? Team meetings- clarifying where we 
were going to go, t-shirts, little things. Asking people to do things 
who were exceptional, not being afraid to challenge them. Certain 
things that everyone in the group got, but then there were things 
that we offered as rewards. There were team dinners. One of the 
first things I did in all of my job situations, whether it was Fort 
Myers or whether it was in Jacksonville Bolles, and even at the 
University of Florida. It’s a little different in the college environment 
because some of it is done for you naturally. But the first trips we 
did, the first value things we did, were never based about how fast 
you went. They were based on how good a job you’d done on a 
day-to-day basis.

At Fort Meyers, we would take a group of kids and we would go 
to Orlando for the first major trip that I was there. We are going to 
go to Disney after the trip and spend a weekend doing something. 
We are at the meet for three days, and then everyone stayed and 
we were going to do something as a team next day and it was 
always that type of thing. But, in that particular trip, you had to 
make 90% of the practices to go. It wasn’t 90% minus the ones 
where grandma had a birthday party, it wasn’t 90% minus you were 
sick, it wasn’t 90% because mom and dad wanted you to do some-
thing, it was 90% of what was offered. If you weren’t there, you 
didn’t go. You couldn’t compromise that because you compromise 
for one individual and you compromise the purpose. The purpose 
was to teach people that coming to practice was really important.

There were rewards. The rewards were usually tied to something 
that was work ethic related. The reward time-wise, time becomes a 
factor in this, but it’s tying it all together and it’s a matter of which 
comes first, the horse or the cart. I think the horse has to come first. 
The horse is the engine that drives the performance, it gives you the 
times. We had sayings, a lot of motivational stuff. It’s not one thing 
that you just do periodically, you got to do it regularly. It’s almost 
constant and I am going to give you examples and none of these 
really fit. I couldn’t get this all to fit right, but when I was at Florida 
about 2004 trials, I had a girl in about 2002 who came to me. I’ll 
leave other institutions unnamed, but she was at a Northeastern 
university and she was on a full scholarship. She had contacted me 
and wanted a transfer and I was done, actually it was in April.

My team was done, we didn’t need anyone else. We had a real good 
woman’s program at that point and her times were okay, but it 
wasn’t anything to make it dramatically better. I really blew her off a 
little bit – her name was Katie McCann, nice kid. We didn’t need any 
more bodies. She took it upon herself that she flew to Gainesville 
and she came in and said, “Can I come visit you?”  I let her come 
in, she walked in the pool. I’ll put it in today’s terms, she didn’t look 
like an athlete when she came in. It wasn’t someone I really thought 
was going to add much to the program. I was a little skeptical and 
we talked a little bit.
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I talked on the pool deck and I was very blunt with her, “ I am look-
ing for people that really have an expectation to do something real-
ly special.” She said, “Well, that’s what I want to do.” ‘How long you 
been pout of the water?’ “I’ve been out for a couple of weeks,” she 
said, but there wasn’t practice at the University even though I really 
wanted to go. We talked a while. But what she was showing me in 
her conversation and her actions and everything was that she re-
ally wanted to do something special. She had no special attributes, 
she hadn’t been in especially good age grouper, she wasn’t very 
big. She was bigger than she needed to be, but she wasn’t very big 
and she wasn’t really statuesque. She hadn’t done anything her first 
year-and-a-half in college, was very average; actually, she worse 
than what she’d done in high school.
But there was something about her that made me feel really good 
that it was someone you wanted to work with. I let her come to 
school. She gave up her full scholarship, she came in on books. 
I had to get her books to get into school, she was a real good 
student. She came in and she busted her butt every single day. 
She was ninth at the Olympic trials, ninth and was unhappy with 
her result because she expected even more. She’s tremendously 
successful in what she’s doing now, and it’s all because she had 
that attitude. That’s the key thing, you want that attitude. This is 
why your administration and your boards, they have to be bought 
in. That’s the type of person you are looking for, that’s the one that 
becomes the person that’s key.

If I step on anyone’s toes here, please, I am just talking. I can’t be anyone 
other than who I am. It has amazed me a little bit in recruiting. When 
I was in Fort Myers, I was in a horrible situation. Six-lane, 25-yard 
pool, it was always hot in the summer, and we never swam in water 
that was less than 84-85 degrees. I was right out of college. I was 
teaching a full-time job, doing all kinds of things, but my passion 
was coaching. My passion was working with kids. It wasn’t even 
coaching; I didn’t know what I was doing. I’d never been anyone’s 
assistant.  I am making mistakes on the fly, but in that dynamic 
back where I was - I was always looking for pool time, I couldn’t 
get enough. How can we do something else and do things better?

In today’s world, I go out recruiting sometimes, and please take this 
grain of salt. But, different world different focus. I’d go to a lot of 
places where they didn’t have morning practice. I’ll caveat this, and 
I am not sure morning practice is important. Our volleyball coach 
at school just always looked at me and said, “Coach, you swimming 
people, you are crazy. You do not need to go twice a day, you can 
get it done in one.” Maybe you can, I do not know. I could be wrong. 
But I value that, that was one of my cornerstone values. We were 
going to go two practices. We were going to work hard. When I 
talk to someone that’s only swimming a single practice and I always 
ask them why, the voice I most often get, not all the time because 
sometimes there’s really good reason. But, “My kids live way too far 
away, they can’t get here. We need to get sleep.” I get that.

But the one I heard more often than not that concerned me was, 
‘Well, only one or two people would show up.” Those are the people 
you want to coach! Those are the reasons why you do your job.  
I am back to my first job in Fort Myers, small club. We started 
out with about 50 kids. I took over a program from a friend. I had 
morning practice. I had one guy that had a really unique school 
schedule and he wanted to swim more. I started school at 7:30 
myself, so I ran practice at that time. We’d go 5:00 o’clock to 7:00 
o’clock for our morning practice, and I’d leave at 7:00, drive to the 
other school and then I go and run a double session. But, it’s not 
about me. This guy wanted to swim and he couldn’t get enough 
done, he went to a different school.  I came in for him at 4:15.

He swam 4:15 to 6:15, and most of those days, we were there before 
everyone else swimming all alone. It didn’t matter how cold it was, 
how hot it was, just he and I at the pool. The guy’s name was Paul 
Aspen. He went on to be one of the best distance freestylers in 

the United States. He was the first really true open water swimmer 
the United States had. Highly successful, I see him regularly. But, 
we built the program around him in Fort Myers and it’s because 
he wanted to come to practice. He got better. Couple other guys 
joining for morning practice and then more people came. When I 
left Fort Myers, we have 300 swimmers and for the top-level group, 
we were running 50-60 people in the morning for morning practice.

But, they only came because the one guy really wanted to be there 
and he improved. The others saw him improve, so we are establish-
ing a culture where what we value is work. My first national qualifier 
from that program was in the 100 freestyle. It was David McKay. He 
was a 100 freestyle, 100 butterfly, and 200 freestyler. It’s all from 
the culture we are creating. David was a little bit of an outlier. He 
didn’t always like coming to practice, but he felt the need to come 
to practice because the other guys and his friends were coming 
and I think it helped him be that way. The expectation of what you 
are looking for, so Katie McCann and Paul Aspen.

Now, I do not know if this relates, but when I went to Florida, this 
evolved over the first five years. My first groups at Florida weren’t 
especially good, but I started with the women only. The first year I 
am taking the same values I had at Bolles. And at Bolles, like I had a 
Paul Aspen in Fort Myers, in Bolles I had a little girl who was a little 
bit younger than everyone else. It was a program that had lot of 
tradition, but had been horrible. There was no one there, I started 
with five or six guys combined with a little club team in the evening. 
It was about 30 total, we put the two together.

But on the club team, there was one little girl that just did every-
thing you asked her to do. No skill set, no feel for the water, not a 
tremendous kick, wasn’t a very good athlete, but she liked practice 
and she was there every single night. It didn’t matter what was 
happening or the ages of everyone else. She was the youngest one 
in the group, and the other kids called her the “Little Hemorrhoid.” 
You can figure out exactly why they’d call her that. They looked 
at her as being that because she would chew on you every day at 
practice. She wasn’t going to stop no matter what was going on. 
She went on; she was the first national qualifier I had there. She 
qualified in the 500 and 1650, and swam a pretty good 200 free. 
She went went on and she was the Division II athlete of the year, 
won the Division II Nationals at South Florida and was their team 
leader. But, we built the program around her and other people that 
joined her that were like her.

I am back again. It tends to be the distance freestylers that set this 
type of work ethic. But it isn’t about how much they swam. Out of 
that same program, we broke the high school national records in 
all the sprint relays, both male and female. We had guys going 20 
point on a regular basis when 20 point was still good. They were 
doing things that were challenging, they could do a little bit of the 
distance stuff, but they were doing things that were challenging, 
relative to what they were doing. I learned this one a long time 
ago, if you want your distance guys to not want to be sprinters, put 
them with the sprinters sometime when the sprinters are really do-
ing something that’s relative. At Bolles, we had a T-shaped pool. We 
had a little diving well that was about 10 yards across. The standard 
sprint set at Bolles when I was having these 20-point guys was to 
go one six, two fives. One six, two fives, three fours, four threes, and 
they are 10 times. One six is a 60-yard sprint.

And so, 60-yard sprint going back and forth, you got five turns 
in it, no breathing. This is in the ‘70s. Then they did that whole 
set without ever taking a breath. If you took a breath, you went 
back to the beginning of the set and you started over. The distance 
freestylers didn’t want to do that very often. They’d go that set 
once and they’d get real tired of doing it. “Hey, can I go back over 
and do some swimming?” You point out the high points of each 
and get those things. It isn’t about distance, it’s about challenge. 
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The challenge is different for each group. Another example, when 
Peter Vanderkaay came to swim with me in 2012, now you have 
got the American record holder in the 1,500-meter freestyle. He 
was just the American record-holder in the 500-yard freestyle until 
recently, they just broke his 500 free record.

He’s an Olympic medalist in the 400 meters. He had come from 
Michigan. They’d had a coaching change at Michigan and he’d swum 
there. Mike Bottom, tremendous coach, but his career has evolved 
as a coach. He’s figured out to value different things because now 
he’s scoring a lot of points in the distance events. They learn how 
to value different things. But in my limited opinion, I’ve known Mike 
for a long time, and Peter came in. Mike and I had talked before 
he came, professionally always. I suggest when you take someone 
from someone else’s program you call and you got to find out why 
they are leaving. You make sure they understand why. It doesn’t 
matter whether you think it’s your cross-town rival and you dislike 
him or whether it’s someone from 50- 60 miles away. The more you 
can contact them, the more it ties the community together. The 
more it keeps the athlete responsible and the more professional it 
is for you. Anyway, Mike and I had talked. It was a good situation.
One day after practice we are just sitting around and one of the 
best things about working with older guys; you can actually talk 
with them. It is a little bit better on the same plane. Now, I just 
casually said to him I was looking for knowledge, to learn 
something. You learn a lot from your athletes when you work with 
good ones. I actually said, “Must’ve been hard for you distance 
guys at Michigan,” because there were a lot of distance guys when 
Mike came in, “you’d see all those sprinters getting out and leaving 
early.” That’s my perception of Michigan’s sprint program; 
perception is truer than reality. That was my perception. He said, 
“No, coach. If there’s one thing that Mike was really great at it, it 
was making sure of finding things for the sprint guys to do that 
they never left early.” I do not think it’s what you value, it’s not 
distance and speed.

When I left Bolles and we got a pretty good program, and I came 
to Florida. The work ethic of the women’s team I took over wasn’t 
especially good. A lot of good swimmers had lots of talent, but 
they hadn’t been successful for a variety of reasons. It wasn’t the 
coaches ahead me. Culturally, they’d gone the wrong way and 
putting that culture back together is hard to do. Sometimes the 
easiest way to put a culture back together is to bring in someone 
new to do it. Be careful whatever job you have, you want to make 
sure that you are keeping your culture together and everyone 
is supportive of it. Once it starts to slip, you got to get it back. 
Anyway, in the women’s program the first five years, I built a 
program around the people that I had available.  We were entirely 
different than every college at that time.

I started there 20 years ago in ‘98. And then ‘98, and I think it’s 
still true today but not to the same extent, if you were working in a 
collegiate program the quickest way to the top was at swim 
distance events because people weren’t willing to do it at the 
collegiate level. It was to swim the 400 IM because people weren’t 
willing to do it at the collegiate level. It was just from the 800-free-
style relay. My first recruiting class was all distance freestylers and 
400 IMers, people that could come down and swim the 800-free-
style relay. I had three girls at school that were pretty good in 
those areas already, and I do not think they were being challenged 
appropriately. I challenged all the women. They did really well. We 
were 10th at the NCAA Tournament. We didn’t swim the 200 relay 
and we didn’t swim the 400 free relay the last night.

We were top three or four in the 800 freestyle relay and we put two 
girls in the final of the 400 free and put two in final 400 IM. One 
console maybe and we scored in the mile. The last night we had no 
one in the 100 free, we scored one in the 200 events- maybe it was 
a backstroke- you know, a consolation prize. Again, the freestyle 

relay, we had no one in the event. We were just holding on to be 
10th. That was our goal, to be in the top 10. I think we ended up 
ninth with those girls. But, they established the tone for everyone 
else. I didn’t realize at the time they were going to establish the 
tone that I couldn’t work with sprinters. It made recruiting a little bit 
harder. But, it was a good thing and it was a good tone.

Well, as we evolved the last 10 years at Florida, we worked off a 
principle of what we called ‘5-5’. We are looking at team expecta-
tions; that’s what we are looking at. Our team expectations had 
five things, and we sat them down and started reporting. We said, 
if you are going to be on the team, you have to have a role and 
you have to have a purpose. We have got five things that you can 
do to actually contribute to the team. I am sure there’s more, but 
I wanted to keep it simple enough that they knew what it was and 
that we could be on top of things. Number one is the obvious one, 
you can score points at the Southeastern Conference meet or at 
NCAAs. Number two, you had to be a really great student- grade 
point of 3.5 or better. Now, if we are looking on one hand of scoring 
at NCAA meet, then we better have a comparable grade point that 
is every bit as hard to do.

I thought 3.5 was pretty good for a college student, and we are in 
a great sport. We are in the world where we deal with the best kids 
in society. They are sharp kids; most of them are good in school. If 
they aren’t good, they are trying to be better. The culture we create 
carries over to everything else we do in life. It might be the most 
important thing we do. I’ll try not to get lost here. Number there, 
you have got to be a great workout swimmer. You’re coming to 
practice every day and you know why you are there. You are good 
at what you do. Number four relates to number three; you have to 
have a positive attitude at practice. Now, this one’s hard to sell. It’s 
hard to evaluate, but it’s one of our key principles and something 
worth fighting over. It is not uncommon for me to walk over to 
someone and say, “If that’s the best you got today and that’s the 
way you feel, then do not even come to practice.”

That means you are going to walk in with the same attitude 
yourself. Because a lot of times it’s 6:00 AM and I get out of the car 
and say, “You know you - I do not really want to be here.” You got 
to go in because you have got to project the image you want to 
be there because if you do not want to be there, they do not want 
to be there. If they do not want to be there, you are not going to 
be successful. Number four was a positive attitude and that goes 
beyond what you are seeing in the pool. We talk about it directly 
and I think we are back to creating the culture and holding on to it.

You have got to talk directly to the things that are important. You 
can’t talk directly by beating around the bush. You got to go to 
those uncomfortable areas. “Hey, Susie, if you are spending your 
time in the locker room, listen those other two girls are afraid, you 
will beat them. Don’t listen to the negativity.” Two guys in the locker 
room bitching about what they are doing are going to bring you 
down. This positive attitude goes other places. Locker-room chat-
ter kills you. You can have the most exciting practice you have ever 
had, you can have 80% of your team do really great, it’s exactly 
what you designed, they follow through it with the right way and as 
a coach you are going, “I think it was a great day.” What you do not 
know is that two kids in practice, they had a horrible day despite 
what they did. The first thing they said in the locker-room is, “That 
was bullshit.”

Excuse any expressions I use that are incorrect. I am going to talk to 
you the same way I the talk to my team. In that dynamic, it’s human 
nature. It’s not correct, but it’s human nature and it happens. Those 
two people are going to take two others with them. It happens im-
mediately after practice. Now you had a practice of 40 people and 
you thought 40 were on and you are walking home. By the time 
they leave the locker room, there were two women and there were 
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two men, now you have got eight people. You have got one quarter 
of your team that you just thought was great, and one quarter of 
your team is walking out with a negative attitude. That means they 
are probably going to come back a little negative the next day. 
What you thought was a great situation has become another issue 
because you aren’t aware of what’s going on in the locker-room.

I try to spend a lot of time on the way out of practice of 
keyholing the people and I think this is part of coaching. It might 
be the part that’s hardest, but might be the most important. I just 
spend a lot of time watching body language, watching features, 
watching interactions with the team- especially towards the end of 
practice. Because when they are leaving, I try to keyhole the ones 
that feel that way. You want to see if you can send them out with 
something a little positive because it takes care of that locker-room 
thing. They are not informants, but you want to have a good enough 
relationship with certain people in your team that you value the 
most and you feel are the most honest.

Those people are the ones who are going to give you a feel for 
what’s happening. They may be your team captains, they may not 
be. But if they aren’t your team captains, they give you informa-
tion you can work through your team captains to get those things. 
Getting those things together and getting that locker-room un-
der control. We do not hear it much in our sport, but one of the 
fortunate things of being a college coach is you work with people 
that are really, really good in other sports. Almost without fail in 
collegiate dynamics, we’ve been through a few football coaches at 
Florida. Almost without fail, the assistants and the people who are 
close to the program say the head coaches had lost control of the 
locker-room.

Ours might be worse. Because in our locker rooms they are 
coming in, they’ve been cold, they’ve been wet, they like to stand 
in the shower and talk to one another for a while. Positive attitude, 
in the locker-room and it should be on the pool- in all different 
areas. Number five is leadership. It’s not just the captains. We wanted 
everyone in the team to be leaders from the standpoint that 
they are trying to help their teammates and that helping their 
teammates can be anything from helping them get through 
practice and encourage them to school. In a collegiate environment 
I’d tell the kids all the time, one of the best things you can do as a 
teammate is, it doesn’t matter whether you are a freshman or you 
are senior, if someone’s in a bad place doing the wrong thing and 
they are going the wrong direction, just put your hand up and say, 
“Hey, that’s not a good idea. Why don’t you come with me?”

Those cultural things are really important. Those were the five 
things we thought were team expectations that you can curb and 
you can add to the team. I always tell them if you aren’t doing three 
of those five, you do not belong here. It’s that clear, too. If you can’t 
pinpoint three of those five, you do not belong here. Whenever I 
counsel someone out of the sport, which I think is part of our job 
once in a while, or we counsel them to stay in the sport or they 
are not successful, then we’d come back to those things, “Are you 
doing three of these?” If you weren’t doing three, then we try to 
pick the next one you could be good at. You should be able to find 
three of those which you can do.

That’s five and we used to call it ‘5-5’. The other was a combination 
of readings, especially some work by Jon Gordon, but we talked 
about what successful people do in all walks of life. We called it 
successful swimmers, but successful people. Number one, and 
it was our number one- we establish in culture: willingness to 
outwork others. No matter what line of work you are in, whether 
you are lawyers, doctors, businessman, if you aren’t willing to out-
work the competition, your chances of being successful aren’t as 
good. Doesn’t mean you always do, but they had a willingness to 
do those things. Number two: they avoided negative people. They 

avoid negative people, they are looking for other positive people to 
be around. When you look at life skills sessions and stuff, it’s one of 
the things those folks will always talk about.

Number three: focus on the little things. We took that one and 
modified it a little over time, it’s having a passion for what you do. 
The little things matter. Number four: you enjoy the process. Swim-
ming is a little bit masochistic because we are back to that non-nat-
ural environment. You have got to find ways to make it enjoyable 
and they have got to enjoy what they are doing. If they do not enjoy 
the process, they worry too much about what’s going to happen. 
At the end, they get in their own way. The goals are what you want 
to have happen in the end, that’s where you are trying to go. That’s 
the destination of the roadmap. But the journey along the way? The 
people that are successful usually enjoy their journey. I had a good 
fortune, I had lunch with one of my ex-athletes today and that’s 
one of the things they come back and talk to me about without fail.

I am a little bit older now, but without fail the thing they come back 
and say- and it’s not always the best ones. It can be the best ones or 
worst ones, they always come back. They have already pinpointed 
the things that they did in swimming that they carried over into life 
and those are real important. Almost invariably when it happens, a 
little sense of pride from my part, it’s just more important than the 
times. Their success and how they label their success almost always 
comes back to one of the cornerstones or the things that we were 
willing to fight about to create the culture of the environment they 
swam in.

The last one, and this one is really big, they do not lower their 
standards when no one else is around. I was talking about Jack 
Simon there, and Jack was talking about how the United States 
would make a big mistake compared to the Australians and other 
countries. We are real successful. Are we more or less successful? I 
do not know, it depends how you look at it. We certainly have more 
swimmers and more available and more money, more 50-meter 
pools, and a great big population base. Maybe we probably should 
be more successful. But, he felt that one of the things we do that 
the other countries might do better than us is we always take the 
blame as coaches for what happens. You got to put it back on the 
athlete, and then I think this one’s really key because they have to 
be on top when no one else is watching.

I know this is contradictory to what I said in the earlier talk and yet, 
it isn’t. It’s just finding the right place, and Ben Titley talked about 
it yesterday. When Caeleb and I weren’t happy with the summer, I 
took most of the brunt. Maybe that’s right, maybe it isn’t; I do not 
know. But I think if you do that, it helps. But anyway, those were our 
principles. The Florida program was built around those. The closer 
we stayed to those, I found the more successful we were. Anytime 
we got too far away from was where we were less successful. So, 
you got a plan. I disagree avidly with the people that say kids in 
today’s world won’t work. I think they’ll work as hard or harder than 
any other time.

I have been doing it a few more decades than I would like to talk 
about, but I do not find any difference in that Paul Aspen was com-
ing in at 4:15, and Ben Lawless, who is my best distance freestyler 
this year. He wasn’t a real talented guy, but he worked really hard. 
They will do whatever you want them to do, the only difference is 
they want to know why. They are probably smarter or they come in 
a culture where they want to know ‘why?’ and you have got to be 
clear in explaining to them. If you do not explain it to them, that’s 
hard. I was talking to someone recently about it. Distance freestylers, 
and again, they might be the backbone of your program. That 
might be where the culture comes from, I do not know.

I sometimes think that the problem with sprinting is that people 
are afraid to challenge sprinters. The challenge doesn’t have to be 



ASCA NEWSLETTER | 23

distance, it just has to be challenging. People want to be sprinters 
because it’s viewed as ‘not being challenging.’ If you value what 
you are doing in sprinting and you make it challenging, then people 
do not necessarily want to be sprinters. If we had this room was 
filled with swimmers and we asked, ‘Would you rather be a distance 
freestyler or a sprinter?’ they’d all put their hands up on the sprint 
side. If you explained to them what the consequences were, where 
you are not going to be successful if you train lamely- a few of 
those hands would go down.

If you went even further and you explain to them, this is what the 
distance freestylers do; the sprinters, they are going to do a whole 
lot of breath work and it’s going to be really hard- there’s a few 
more hands that are going to go down. The problem is if you get 
too big in your sprint group and the people themselves value it as 
being easier, then it moves away from the core. Anyway, so I got 
Ben Lawless today and Paul Aspen from 20 years ago, the only dif-
ference is Ben Lawless; he’ll do anything you ask him to do. Same 
guy, the problem is there’s a difference in training for the distance 
events and embracing it and knowing why you are doing and just 
doing it.

In the 70’s, you walked in when you were the coach, you are a little 
more dictatorial, and you could come in and say, “Hey, we are go-
ing 24 x 100s,” and they did 24 x 100s and did a good job of it. 
Now, ‘you all can go 24x100s,’ they do not know why they are do-
ing. They do it, but they do not do as good a job of it. One of the 
biggest problems I have had in about the last six to 10 years in 
recruiting is I find it’s so hard in today’s fast paced society at the 
club level. I was a little club coach in a college environment. I am a 
club coach again now. But a club coach in a - college environment 
and it’s the toughest job there is because they’ve got more reasons 
and more ways not to get the practice.

I talk to so many kids and one of their problems in college their 
freshman year is they’ve been told well - “You’d be great if you 
come to practice.” By the nature of coming to college and being 
part of a college team, that ‘not coming to practice’ goes away. 
They’ve got some ways, as they get older, they find some ways to 
get around it. But, that goes away. They are at practice every day. 
They have been ingrained that if you come to practice more, you 
are going to get better; that’s true. But the caveat isn’t there. You 
got to come to practice more and do the right things when you 
are there, and you have got to embrace what you are doing.  Ben 
Lawless, he’ll do the same thing Paul Aspen did 20 years ago, but 
I always have to explain to him why he’s doing it. When he knows 
why, he is really good about what he does.  I think today’s guys will 
buy into whatever you want.

Things that you could do to help create that type of environment. 
I talked with Tim Hill this week. Tim Hill, when he was at Sarasota, 
had great distance freestylers. American record came out of the 
program. It came a year or so after he left, and another coach gets 
the credit, but it was a coordinated thing. They had a 24-hour relay. 
They came in and swam, a 24-hour relay. The whole team came in 
and they are going 24 hours. That’s pretty arduous. But not only 
that, at the end of it, they timed a 100 freestyle and they had a 
couple people be almost their best time. Two weeks later, they are 
great at the swim meet. It doesn’t really matter if it’s true, but if 
the perception is and you can link those two, then you are creating 
within your group that there’s a culture that what you have done 
was really demanding and really hard helped produce the result.

When you get that type of thing, you get people moving the 
right direction. We did our own type of thing at Bolles. We went a 
12-hour practice. They know about it ahead of time. We did a 
12-hour practice. We had a normal morning. We came in the 
afternoon, we went six to six. We stayed at the pool all night. 
Harder to sell in today’s world then when I did it in the 80’s at 

Bolles. But we did it and it became a focal point. We served 
breakfast in the morning. They did it in shifts. Everyone swam an 
hour. One group swam for an hour, and I think we had three shifts, 
so you are going for an hour of swimming, you are maybe timing 
and you are coaching, and so you put all kinds of things together.

It’s an all-night deal. We start in the evening. They eat dinner at the 
pool and they’d have breakfast at the pool when they are done the 
next day. We usually did it a Friday-Saturday. Usually a Friday, and 
then maybe you got your Saturday morning practice done, too, and 
then you are off for the weekend. The purpose of those things is not 
to be hard. The purpose of those things is to be challenging. We 
are working in an environment, again, where it’s unnatural, so we 
wanted to challenge these things. My primitive theory is if you can 
accept the challenge at practice then you learn how to accept the 
challenges and the problems at swim meets.

In setting up this type of goal and the things, you are looking for 
athletes who’ll go that extra mile. I already talked about some of 
those. My first men’s team, when I took over the men’s team, I had 
a really good junior. The men’s situation was different than the 
women. There was some good talent there. They’d been well 
coached; it was just an awkward situation. When I took them over 
there was a guy named Matt Cole, who was a junior. He’s a guy that 
no one could ever get to come to practice. He was good enough 
that he was given lots of leeway because he was good.

I explained to Matt, “Matt, you’ve done three years here at Florida. 
I’d like you to make it great, but the way I am going to approach it 
is different than the coach before. You can’t miss practice. You’ve 
got to be here. You can’t be hungover for as many as you were 
before. When you are here I am having expectation of you to be 
really good. If you can’t make that expectation, you shouldn’t even 
sign on for the next ten months. It wasn’t even 10, because he 
went home for the summer, so he beat me in the first summer. He 
went home and did his normal thing and swam relatively well. He’s 
from Colorado. He came back, and I said, “ do not come back to 
school and even come out unless you are going to follow through.” 
He came in, he followed through. It was great. It was fantastic.

That year, they swam the NCAA short course meters. He broke the 
American record short course meters. Won the NCAA meet and as 
soon as the NCAA tournament was over- it was an Olympic year. I 
am thinking, ‘Well, this guy might make the team.’ He walked in and 
said, “You know, coach, it’s never been my goal to do this. I really 
enjoyed it. Thanks for everything.” He said, “It was great winning 
the NCAA meet, but I really never had a plan of making the Olym-
pic team, so I do not want to stick around for the Trials. I am done.” 
Perfect. He wasn’t willing to work so he removed himself. But, he 
did the work enough that other people saw him be successful and 
then he created other guys underneath him. What was really good 
is they saw a guy who had never been the work leader, he was the 
party leader. I think probably still was that, so he just took on dual 
roles.

[LAUGHTER]

But, they are college kids.

[LAUGHTER]

I know you guys were all perfect in college. I wasn’t, my athletes 
aren’t always all the time. It amazes me, politicians in today’s world, 
they want to penalize everyone for the same things they did when 
they were in college. 

[LAUGHTER]

I am a history major.  On one hand, this is the guy that was the 
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problem the year before. Then all of a sudden, he’s become a model 
citizen at least from the standpoint of showing up and being there 
and what he did was pretty good. In a collegiate environment, you 
get to recruit them. They change a little bit; it’s not always that 
easy. In a club environment, you do not necessarily get to recruit 
them. You have got to take the people that you are given and the 
ones who are willing to pay to be on the team and stuff. We are 
back again to the administration. And I missed it earlier; you have 
got to be selling the parents. The parents have to be buying in.

Trina Jackson was the first one I did it with. Trina Jackson was from 
a swimming family, so I had a little advantage. She worked really 
well, she broke the record in the 1650, but great collegiate career. 
She made the Olympic team. Coming out of a work ethic scenario, 
she’d been a miler. We knew she couldn’t make the mile, so we 
brought her down to the 200 fly, the 200 free, and where there’s 
several spots in 400 IM. That was our focus in the 400 free, to 
make the team. We got six months outside the Olympics; she was 
the third fastest American IMer. Unfortunately, the two fastest ones 
were people she wasn’t going to beat. It was Kristine Quance and 
we had two really good IMer at the time.

It was really hard. I want to say she was like four seconds behind 
them. When I did the math and knowing where she was weak, I 
could not come up with a way we were going to make the team 
in the 400 IM. I thought we might’ve had an outside chance in the 
400 free, but there were two 400 freestylers who were significant-
ly better than her and I didn’t quite see that happening either. I 
didn’t tell either one of these things. Certainly didn’t tell her the 
first one because I didn’t want to change our training because the 
IM training had enough fly it. I did think the 200 fly was weak. I 
thought six spots in the 800 freestyle relay that there were a lot of 
people that weren’t training enough to swim the backend. I knew 
she could swim the backend, but I had to give her more speed in 
order to do it.

As we got closer and closer to the trials, it must’ve been about 
eight weeks before the Trials, maybe not even that, I went to her 
and said, “Trina, I do not think we should swim the 400 IM. It’s the 
first day, it’s the first thing.” She’s a little moody, you got her in the 
right place she really swam well, but we are back to communica-
tion. She’s from a work ethic background and she believes she’s a 
400 IMer, which I wanted her to believe. She was just tougher than 
everyone else. We scratched the 400 IM the first day at the meet, 
because the 400 free is the next thing. I think. ‘If we get lucky, we 
might make the 400 free.’ She ended up being third in the 400 
free. Then two days later, it’s the 200, which is the one I thought 
she could make. Matter of fact, if I was going to go Vegas to bet, I 
would’ve bet the two first before the others.

We scratched the 400 IM. It was one of my worst days in my 
coaching career. It was one of those where there’s two real good 
ones, and she’s third and she’s swimming really well, but I do not 
think she’s going to beat either one. I do not know, maybe I was 
wrong. Maybe she would’ve beat them. Then after her it fell off 
again and Kristine Quance gets disqualified. We left that night and 
I am really happy with the program and where we are going, and 
she’s pissed at me because we scratched so your plans do not 
always work out. Anyway, she goes on, and she’s third in the 400 
free, does her best time. She feels really good about going her best 
time and not making the team. She makes the team and was sec-
ond in the 200 free. But, took a breath the last five yards; we are 
back to discipline and not compromising. I could never get her to 
not believe that it cost her medal. She made the 200 fly and she 
was fifth at Olympics in the 200 fly, swimming the 800 freestyle 
relay; really good career.

I do not know, but I think those stories are things that when I was 
selling work ethic and what we want to do with the team, stories 

like that are key for your team because they can relate. We are back 
to today’s world, the more things they can relate to and understand 
that makes it positive for them. I sat in on another clinic. I sat in a 
distance freestyle panel with really great freestyle coaches. I am 
taking notes, I am on the panel, but I got more just listening to 
them. Every one of them is saying same statement. Come on, it’s 
trite. ‘Work works.’ Doesn’t matter what you are working towards, 
but work works. And it just does, and I think the success that comes 
from works breeds even a greater desire to work and more pride 
in what they do.

Creating pride in what you do, it’s not pride just for the individual, 
it’s pride for the group. Because you cannot create the culture with 
one person, you have to have everyone buying into the culture. If 
they are all buying into the culture you have to find ways to buy it 
in. Bill Rose is really funny, the same panel we are talking on. Bill 
Rose is talking about how sometimes it isn’t what you do, it’s how 
you sell what you do. He sold the entire team that they went 25 x 
100s, and they were going to go 25 x 100s. They made a big deal 
of it. They had a time they were going to go on, a big sales thing. 
What he did, not only did he say they didn’t go 25x100s very often- 
they did it one time. He said, ‘But what happens when you go the 
25x100? All the local clubs found out you went 25x100s. The kids 
like to talk and in today’s world, it’s even better. Today’s world, it’s 
even better.

They get in all those little things. They get it out to all their friends 
and everyone else like, “Oh, you went 25x100s?” They like it, they 
feel it gives them pride in what you are doing. You also get a double 
plus. Because then the other person sees you do well and you have 
done 25s, and then they’ve got to figure out how they are going to 
go 25s to get better. And that aspect, it’s very trite. It’s trivial, it’s 
juvenile, and it exists.

[LAUGHTER]

Your perception that you were doing something and then if you go 
to the meets and swim well. Afterwards, it adds to the perception 
of your club, it adds to the image of where you are at. It makes your 
athlete feel good about what they are doing and it adds to your 
work culture. The same is true like with those 24-hour and 12-hour 
swims. You do not do those all the time. I went through some of 
these earlier. I mentioned this a little bit. Sprinting isn’t easy. I think 
finding ways to make sure- because sprinting itself doesn’t destroy 
culture- but if your team doesn’t realize what it takes to sprint well, 
then it destroys your culture. You have got to find ways that the 
sprinters are valued for the work they do just as much as what they 
do not do. The sprinters also need to value everyone else. It is kind 
of a tricky thing. I told you what Vanderkaay said and we do a lot 
of warming up as a group.
It might hurt some people, I do not know. But, we are talking about 
culture now and how you choose to use those things. I like to 
design practice where you warm up as a group and it’s something, 
for lack of a better term, it’s not a good term in swimming but I think 
it’s one that’s appropriate- ‘generic.’ We are going to do something 
that’s generic and has something for everyone in it. Personal belief: 
I think our society and our swim society sometimes, we become 
so race specific that we forget how to train. You still have to train, 
but specificity is certainly important. One of my concerns going in 
and working with a smaller group, I always felt I was good with a 
big group because I was intense enough that I could spread it out 
that way. Then I never put anyone under. I always rationalized that 
I was a good big group guy. Now I’ve got a small group, so I have 
to figure that out. In talking to my group now, these guys all have 
a good culture. They got the right thing and they are old enough, 
I shouldn’t have to fight that issue very much. We are looking at 18 
months from January to the Olympics, which is our focus and they 
are all, either foreign or American, have a chance. We are looking 
at Tokyo.
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The goal is there, but the culture is changing. I explained to them, 
“Guys, we are going to do some things different. Almost all guys 
I’ve worked with before and we do some things different, but it 
won’t be exactly the same thing as you expect. You need to 
understand we can do some different things. We are going to still 
do intense things. It’s not going to be easy what we do, but it is go-
ing to be different.” One of the things that’s different is three days 
a week we are not going to be different. We got nine practices. We 
are going nine practices, in those three practices; three of those 
nine are not going to be different at all. They are going to be tough. 
It’ll be general training and we are coming in three times and we 
are all doing the same thing and we are going to get on it. I do not 
care if you are Caeleb Dressel or Ben Lawless, we are going to have 
three practices a week.

At least if I present it this way, they bought in. If I back off a little 
bit, that’s okay. That’s my choice and they’ll live with that pretty 
good. But three, we are going to really get after. Three are going to 
be race specific. They are going to be specific to certain races. You 
are going to have a lot of choices there. If you are a model event 
person, if you are a Ryan Lochte or a Caeleb Dressel and you are 
model event person, then you can decide what you need in those 
days because you are old enough that I got to give them some 
leeway in that dynamic. They are going to be challenging, but they 
are race specific. The other three are going to be ‘you-specific.’ And 
that challenge, you can’t worry about what everyone else is doing 
because the challenge on that day is your individual challenge.

 I am laying out the groundwork and the culture, so if I choose on 
Friday afternoon that it’s one of the ones that we are going to do 
you specific, and your specific is too tired and I want you to go 
home, I will send that guy home. I do not need to worry about 
everyone else. They may laugh if we say we are going home, but 
I am not going to have that same dynamic. If you are establishing 
your team culture in a big group, it’s hard to do that because every-
one wants to do what they appear to be easiest.  Oh, and we got to 
practice where everyone’s starting together.

I really like practices where everyone starts together for that generic 
part of practice.  I like two-hour blocks. Two-hour block: we are 
taking the first 45 minutes and we are going something togeth-
er. Maybe it’s 30 minutes warm-up and a real good 15 minutes of 
really challenging kicking or something. At that point, okay, we are 
breaking out into groups. I used to be very dictatory, ‘you go there, 
you go there, you go there.’ I still do that sometimes. But I think 
it’s really good you say, “Hey guys, here’s what this group is doing, 
here’s what this one is doing.” Choose the one that you need to do. 
It’s amazing when you do that and you have got the right people. 
They will choose the right one more times than not. We do a lot of 
that type of thing. We do a whole lot of Saturday mornings.

Our Saturday mornings have always been designed around 
thinking of the distance guys because you are pretty beat up by 
Saturday morning. I like to start them early. They do not go to the 
weight room on Saturday morning. On Saturday morning, they 
start in the water when everyone else starts in the weight room. 
Weight room is always optional, does not count against me, so the 
NCAA coaches aren’t there. We never broke our 20-hour rule. But 
everyone else starts in the weight room. The distance freestylers 
usually start in the water, they go 7:30 and we get on it big time. 
9:30, the majority of the team has come back from the weight room 
and they are walking out somewhere around 8:30 or quarter-to-
nine. The sprinters are just coming in to the water around 9:30 and 
they are looking at an hour of something that’s really challenging 
sprint stuff.

The distance guys are walking out and the sprinters are coming 
in. And I do not know again, but I think we are just talking cultural 
things. I think culturally it helps you keep athletes who are driven 

by choice in what they need to do, it helps your practice designs. 
Examples of pride, because they have to have some pride in what 
they do. Mark Schubert from the 80’s, that’s one of those things. 
We had that same sort of things at Bolles. Our senior group at 
Bolles, eight lanes, we were probably somewhere between 32 and 
40 people in the practice. It was somewhere around ‘86. ‘86 had 
a great group of senior guys. I had 13 guys go to major Division I 
universities.

Anthony Nesty, who was in that group, was one of the really 
top-notch guys, and they had bought in. They were into really 
working hard. They would and there were 13. There was a 14th guy 
I could train really well; he was a little sophomore, Greg Burgess. 
When they all graduated the next year, those guys would knock it 
out. Loved it. Didn’t matter what they swam, they weren’t afraid to 
go head-to-head and go. They came in the next year and I had kind 
of the same practices. I differed with Ben Titley a little bit yesterday. 
Ben was talking about how he never does the same practice. I used 
to be that way. I gave that up about 20 years ago. I think there’s 
something positive doing the same practice over again if they can 
see themselves improve. There’s an extent you can take that. But 
anyway, I am trying to put the same type of sets together.

At least, some of the same sets. But, no one’s making the interval 
because my animal lane situation had become three animal lanes. 
In an eight-lane pool, we have three lanes that are really cooking. 
There’re 15 guys over there, and there’s a few other people rolling 
through but can’t make it all the time. Then we go down to the 
slower lanes down at the end, the people that couldn’t handle it. 
They weren’t always sprinters, but sometimes they were. Anyway, 
they are going really good. Next, no one’s making it. I spent the 
first month-and-a-half of the season ranting and raving, yelling, 
screaming at people, this was when I was even less restrained. I am 
all over them and I am not real smart. And finally, I sat down and 
realized I didn’t have the same people. Greg Burgess was the one 
from the year before and he couldn’t make it either. But, he was 
young enough and he had leaders then. He had no one that could 
lead him do the same thing.

We came up with this thing in the eight-lane pool with the same 
number because we moved up age groupers so often. We moved 
up enough people to make it same size group. But, then we swam 
the same size group in seven lanes. I would never let anyone swim 
in lane one because I knew Gregg could do it, he just wasn’t able 
to yet, and he got really upset with me. He said, “Why can’t I swim 
there?” “Well, you can swim over here; you just got to go in this 
interval.” It took about a month and then he moved during that 
interval. By the end of that season, we had two lanes that could 
do the same thing we’d done the year before and some real good 
athletes came out of that. Burgess went on to be a medalist.

Yes, sir.

Male Speaker 2: I had a quick question.  you’d have in the animal 
lane there. What do you think your animal lane could do with the 
base threshold set, like Caeleb, with ten 100s? 
Gregg Troy: I’ll tell you want we did; we were great till June this 
year. I messed something up from June on, I can’t figure out exactly 
what it is. I am working on that now. But what we did all spring, 
we want twenty-four 100s. This is a good set. I really liked it. Now, 
the athletes did too. We did four on 1:30 and these were all long 
course. We were all long course. But we went four on 1:30. Then we 
went four on 1:30, but I didn’t ask for anything except they make 
sure they check their pulse honestly. You did four on 1:30 and the 
priority was your pulse stay at 160. You got your time, so the 
priority was in the pulse and then you are getting your time. 

Then you did four on the fastest possible interval you could go on 
and still maintain your pulse at 160. It didn’t matter what your time 
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was, but your pulse had to stay at 160. It was really hard for my staff 
because I am giving them complete control of what interval they 
are going on. We were spread out; we were going four to a lane. 
So, they are getting their pulse but they are watching their time. 
The object was to see if you could get to the point where you could 
keep your heart rate at 160 and still maintain the same time to go 
on a faster interval. I do not know if that’s threshold. You’ll have to 
talk to someone that’s better about that stuff than I am. But I knew 
that that was giving me something that told me they were getting 
in good physical shape.

Male Speaker 2: What were they holding on those?

Gregg Troy: I can’t tell you what Caeleb was holding on because 
I really do not know. Let me finish the set and come back to that 
on you. That is a good question. Then, they would go four on the 
fastest possible interval, but their heart rate had to be over 180. You 
could let your heart rate go to 180, whatever the highest you could 
get it to. Then my explanation to them is, when you are racing all 
out if we could really get an honest heart rate. Some of you guys 
might be able to get up to 220, but you are 200 and up. 180 is a 
really good effort. The goal was to see if you could be 180 and still 
hold a faster time than what you are holding at 160 in the fastest 
interval. Ben Lawless got to the point where he’d go on 1:05 and 
hold minutes. That’s pretty good. He’s not real talented. He’s like a 
normal guy, probably should be a defensive end.

Then we would stop and talk about it at 12 and run it again. We ran 
it every week. And ran it from the end of March until June. Caleb, on 
the front end, he was probably holding eights. When he got to the 
ones in the end he’d go 1:03s, 1:04s. Again, he’s a sprinter, no illu-
sion about it. My approach with Caeleb has always been he was an 
anomaly. When he sat in my office, I didn’t sell him on the recruiting 
deal. I just said, I said, “What do you want to do? You want to be a 
great sprinter or you want to be the best swimmer you can be?” He 
said, “I want to be the best swimmer I can be.”

I said, “Well, I see you being as good as Ryan Lochte because you 
are the same type of guy. You’re not afraid to hurt yourself. You’ve 
got more speed than he does. He doesn’t have your speed, but he 
had a distance background. We had to teach him the speed, we are 
going to have to teach you a little bit of the distance background.” 
Then the first year was a little bit rocky. Steve Jungbluth did a great 
job and helped to get through the first year. After the first year, 
then we took him out of the sprint group a whole lot more often. 
He didn’t swim the sprint group except when we rested a little bit 
the last two years. But every time he did well, I came back and said, 
“That’s really good. Now, I do not know where to go from here.” 
Once we got to 18.2, we had this conversation. I said, “Caeleb, you 
have been 18.2. You just won the 100 free. You won the 100 butter-
fly.” I said, “I was going to call someone to find out how to be faster 
than 18.2, but I do not know who to call.”

[LAUGHTER]

Gregg Troy: Everyone’s going to tell you what we should be 
doing, but I do not know who to call to tell me that’s actually done 
it before, so you are in completely different land. Let’s press the 
envelope and do the opposite of what everyone says and see what 
we can do. What was really good about that, he saw his long course 
swims get better and he saw his 200 IM get better, he saw his 200 
free get better, so he kept doing it. Then eventually, we get the 17.6 
out of it, but he was always doing more. I said, ‘When we get to 
season and we are not seeing that improvement, then we know we 
have pressed envelope enough, we have to really pull it back.’ I may 
have pressed the envelope too far.

Anyway, I am going to give you one last thing. You know you have 
gotten there when you get this type of athlete. Gemma Spofforth 

came to school. She was way overweight. She’s British. Brits had 
given up on her, she was going to go to Hawaii. At the last minute, 
she called Martyn Wilby. Martyn has swum, he said, “Hey, I think this 
girl is worth taking a risk on.” We take a risk on her, she comes into 
school and she does a good job losing weight. It took a little while. 
Finally, somewhere around November, she walked into Martyn’s of-
fice. They are both British, you see things a little bit different. “If you 
guys think I am overweight, just tell me I am fat.” That’s a bad word 
to use, but that was her word; I am just quoting her.

At that point, he said, “Well, I think you are overweight.” She lost 
the weight, she got better. She won the first year. She won the 
200 backstroke at NCAAs and then she won it every year, except 
for senior year, and her - the - she was second in the 200 backer 
freshman year, and won the 100 back every year after that. But her 
senior year she was a really good student. She was in counseling 
and psychology. I didn’t know, not being on top of it, I didn’t know 
until about November but she was working in the Crisis Preventive 
Center as a volunteer. She had to do a couple of weeks. She did a 
couple of weeks as part of her major. The only time they could have 
her work was from 10:00 at night until 5:00 in the morning. She was 
working at the Crisis Prevention Center three nights a week from 
10:00 to 5:00, and then coming to 6:00 AM practice.

Second semester, she and Martyn had a big talk because she 
wanted to add a fourth one. She was not missing a single practice. 
Never bitching, not complaining at all, doesn’t miss a single prac-
tice. She wanted to add a fourth one, and then we put our foot 
down and we fought. We got her down to two. She was only going 
two times a week and those are the mornings she wasn’t getting 
up. She would’ve gone more, but never a peep, never a complaint; 
those type of people. Then the other story is somewhere in the mid 
to late 80’s at Bolles. John Woods, John Mason, Terry Mall from 
Tallahassee, all really good coaches. Anyway, they would all come 
to Bolles and train with us. We would just blast people.

We are getting towards the end and they usually came for 10 days, 
which is usually right before Christmas. We are running the next to 
last session. We decide we want to have a really big, super day. We 
are going the long course both times that day. The morning prac-
tice we went 10,000-plus, it might even have been 12,000. We went 
pretty good. In the afternoon, we’d been 8,000. They were thinking 
practice was over. That’s when I had the keys to the pool. The prac-
tice finish times weren’t set in stone, guidelines not a deadline. They 
all knew that. ‘We got the last one,’ and we decided we want to do 
something really special.  I think it was 16, it might’ve been 20, but 
it was a double-digit number. They’d already been in the morning 
practice and we were at 8,000 and we gave them sixteen 400s. 
We knew we were going to do it, and all the coaches are standing 
there. They were looking around. No one wanted to do it, so I get 
to be the bad guy.

Doing it a little for affect too, maybe a little masochistic, I do not 
know. But I get it to them. I waited till the clock’s coming around 
and there’s 15 seconds left. ‘We are going 16 x 400s on…’ whatever 
the interval was. ‘We are leaving on the top. Ready, go.’ And they 
all took off. Brian, a guy who went on to swim at Texas, the next 
morning he came in. He was living in the dorms at Bolles. The next 
morning, he came and he said, “You know, coach, I’d done four 
before I realized you weren’t kidding.”

[LAUGHTER]

When you get those type of people, you got the kind of culture you 
want. Thanks.
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A LIFE OF OFFERING A FORK IN THE ROAD

    we are fortunate in our personal lives, we meet an 
individual or two that offer a fork in the road to our 
principal opportunities and purpose. In conducting 
the sport of swimming “path creators” are also rare. 
Jim Wood offered a fork in the road to many people 
personally and to all of those involved in competitive 
swimming. 

The instincts of this fearless, big-thinking leader, 
were molded at Union Catholic High School in New 
Jersey where Jim studied, ran track and served on the 
student council. His junior year he and his friends in-
vited and secured the rock band “Cream” (with leader 
and rock legend Eric Clapton) to perform at the fund 
raiser for their tiny student body. His senior year they 
went a step further and brought the hall of fame rock 
group “The Who” to their school. 

Jim Wood was never shy around big ideas.

His employment was the casualty of a change in 
athletic directors at his grad school, the University 
of North Carolina Chapel Hill, where he was a very 
young head coach after completing his course work. 
He retreated to his family home in New Jersey and set 
a course to own his future. He became sole owner of 
the Berkeley Aquatic Club (BAC), and purchased his 
family home where he lived to his passing. 

For many years, he served what was then “US Swim-
ming” as the chairman of the Olympic International 
Operations Committee. Tirelessly, he prepared a 
process and procedure for American international 
teams to compete successfully around the world with 
nothing personal to gain from it except to fulfill his 
sense of service—a demand he has made on everyone 
who has worked for him. 

When Jim decided to run for USA Swimming presi-
dent one national supporter said, “We have the right 
man, but the wrong candidate.” Jim was never a politi-
cally minded candidate, just a person of the high-

est integrity and intelligence willing to let the USA 
Swimming membership vote for him or not, based 
upon his record of service, his character and his vision 
for the organization. Standing on that platform he 
was elected the first coach president of USA Swim-
ming. Then re-elected. Then elected president of US 
Aquatic Sports. Then re-elected. 

Coach Wood showed us a path in everything from the 
conduct of a four-hour meeting to a four-year plan, 
that was informed by our past and created appropriate 
opportunities for our future.

When disagreements arose, Jim’s only weapon to 
fight the battle of what he believed was the right 
course (which almost always proved to be right for 
you and I and the sport of swimming) was a sword 
of preparation and principle and a shield constructed 
of brilliance that allowed him to think on his feet 
and convey his point. One example, was his role in 
successfully helping stop the “big suits” from stealing 
the effect of out-preparing the opposition from swim-
mers around the world. 
Closer to home, when Rutgers University decided 
to drop men’s swimming and five other sports, the 
coalition of the affected sports asked Jim to be their 
spokesman in a meeting with the university athletic 
director and representatives of the Rutgers Board of 
Trustees. When the university noted that there was a 
shortfall of $35,000 in our plan to self-finance men’s 
swimming, Jim offered to pay the sum annually from 
his own pocket to continue to offer the opportunity 
to New Jersey’s boys to swim at their state university. 

Despite his efforts and generosity, the plan was 
rejected, so Coach Wood met with the governor. Jim 
was convincing but the governor suffered a near fatal 
car accident on his route to a planned meeting with 
Rutgers officials. Thus, the opportunity for a stay of 
execution for men’s swimming was lost. 

Never married, Jim’s children were his swimmers. 

I N  M E M O R I A M

If

Jim Wood

by Coach Chuck Warner
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For nearly his entire career he coached his morn-
ing practice, then his senior group from 3-6 pm and 
another group of the best age-groupers until 8 pm. In 
the summer, the team swam outdoors in a beautiful 
hometown 50-meter pool that his father (also name 
Jim) helped have built for the community. About 
sixty swimmers would greet him most mornings at 6 
am—fifteen minutes before practice began—to giggle, 
update their lives from ten to twelve hours before, and 
then work. The only light glistening brighter than the 
sunrise sparkling on the water was the smile on his 
face. He loved the girls, and hugged them judicially 
and appropriately. As most American swim teams saw 
the decrease in boys over the decades, not so at BAC. 
His guys found a role model to look up to outside the 
home. Each year Jim designated a night for the senior 
boys to get together for wings and steak where they 
could joke and just be boys. Nothing speaks more 
fondly about his coaching, than the annual Thanksgiv-
ing practices where more than 100 alums and college 
students would visit the team and their coach. 

If you were Jim Wood’s friend, you were most fortu-
nate. He loved his Yankees, Giants and could pick up 
a golf club whenever he liked and play like a seasoned 
amateur. A few years ago, his New Year’s Day wasn’t 
spent on any of those activities, but instead he spent 
the entire day visiting with his friend Chuck Wielgus, 
ailing from cancer in a New York hospital. 

There were swim coaches before me and after me 
that looked to Jim for help when their career took a 
tough turn. Five years ago, he and I formed a business 
partnership. A former partner in owning the Metro 
Swim Shop, Greg Eggert advised me, “Jim has a better 
business sense than any of us.” There was an element 
of risk to a major deal I wanted to make and Jim 
deliberated carefully and analyzed it at length. When 
we came to our own crossroads to make a commit-
ment we simultaneously agreed that “we wanted to do 
something for our community that would outlive our 
lifetime.” (He has done that many times with other 
partnerships, and in particular, creating the amazing 
BAC Center of Excellence in his home town of New 
Providence, NJ). When Jim agreed to move forward, 
I said to him, “thanks a million.” He said carefully to 
me, “no, thanks…” and reiterated the exact number of 
dollars that he had shared a commitment to. 

In August of 2018, Jim finally visited Cuba, a bucket 
list item for him. His health had been suffering for 

some time, but no one told Jim Wood how to live his 
life.  Off he went by himself. We texted and emailed 
back and forth during the trip. When his cruise ship 
docked in Havana a surprise awaited him. He shuffled 
into the town square and heard his name being called 
by someone with a Cuban accent, “Coach Wood! 
Coach Wood!!” Much to his surprise a boxing coach 
he had met and helped at a recent Olympics, rec-
ognized him. The coach provided Jim a two-hour 
private tour of Havana and his club; quite simply a 
small return on the investment Jim had made into the 
world of sport. 

When it came to the governance of swimming and its 
effect on us all “The Wood Edict” has been: if we act 
in the best interest of the sport around the world, we 
will also best affect the sport in the United States. So, 
at times he has been sent on his own from the USA 
to the powers there are internationally to talk sense 
about suits, drug testing and other critical topics. 
Not long ago he had planned to fly back and forth 
to China on two consecutive weekends to represent 
the USA at meetings, returning home in between to 
coach his team. Only a weather front kept him from 
making the second trip. He travelled packing his 
sword (preparation, principle) and shield (brilliance) 
to argue for whatever he believed was right. Through 
his efforts, we have been offered a fork in the road for 
our sport, just as he has provided one for friends like 
me. Most importantly, he has presented a model to his 
beloved swimmers of how one can choose a life’s path 
of purpose and service. 

Where is the next person with the mettle of Jim 
Wood? Is she or he out there now, waiting to decide 
whether to serve? If so, please pick up your sword and 
your shield and step forward. We need you. 

Eight years ago, Jim, and his swim school director 
Towney Brewster, introduced me to a young woman 
named Lisa Rivera, who has become my right-hand 
person in developing a key venture for our com-
munity, the Little Dolphin Swim Academy. On New 
Year’s Eve, night dropped the curtain on 2018 and 
Jim fought a losing battle to stay in this life. A the very 
same time Lisa bore Katherine Iris Rivera into the 
world and the year 2019 began. Is it you, Katherine, 
that will open forks in the road to others? 

As the poet said, “He took the road less travelled by, 
and that has made all the difference.” 

Thanks for my fork Jim.
Thanks for all of ours in swimming. 
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EDITORIAL

“Our Future is Now”

Springtime in the back half of an Olympic Quad can mean more ‘important’ meets, more 

opportunities, sometimes more athletes, always more stress – at every level of our sport. It 

also means the deadline for applying to the USA Swimming Board of Directors. As we hit the 

ground running in 2019 with spring training/ Conference meets/ club championships/etc. 

- we cannot afford to overlook the importance of staying focused on the future. 

The USA Swimming Board of Directors is a key part of this future. With the new Board seated 

at our 2018 House of Delegates, we successfully elected a fantastic, well-rounded group of 

people and it’s exciting to watch how the new structure advances our sport. If we work with-

in this structure and support this process, great things can happen very quickly. However, 

I maintain that the core group of experts needed to support USA-Swimming’s named “priority 

results” (team competitive success, athlete development/success, club success) remain 

COACHES. To achieve great coach representation, we need to supply great coach candidates! 

Right around the corner, in April, applications to the Board will open. We need to be ready…

and the clock is ticking.

During Coaches Meetings at the 2018 ASCA World Clinic and at Convention, it was clear 

that there was a ton of passion, energy, and apprehension from our membership. Coaches 

indicated they were anxious and eager to be properly represented on the USA-S Board. We 

learned to our dismay that in the inaugural year there were no coach-specific slots open, due 

to the nature of the ‘rolling’ setup for board elections. The good news? There would be coach 

spots to fill in 2019.  ASCA was tasked with taking action to learn exactly what YOU want, in 

order to help the USA-S nomination committee assemble a fine group of coach candidates. 

So, in November, the ASCA distributed a survey to our entire membership called “Coach 

Representation on the USA Swimming Board of Directors”. We wanted to hear from EVERY-

ONE about what is important to bring to this new governing body in 2019.

The results were clear. An overwhelming percentage of you indicated that a club coach (versus 

a “senior coach” or “retired coach”) would be your preference for coach representation on 

the next Board. The comments were many, but content unvaried. Some replies really struck 

me, including (and I quote):

“Without great club swimming the base will fall.”

“A club coach represents more of who the membership of USA Swimming is.”

“Because they (sic: club coaches) are in a critical area of developmental coaching where 

you take a swimmer from mid-level meets up to entering the realm of international meets. 

This is where the most extensive work is done. These coaches are also on the front lines with 

all levels of parents and facilities, etc.”

BOARD
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OK so we agree; active coach voices (including club coaches) are critical on the Board. 

What’s next?

According to Bill Schalz from the 2018 Nominating Committee, coach representation on the 

Board simply means that a certain number of the sitting Board members must serve “as 

coaches”. One of those sitting coaches is the Steering Committee Chairman, an appointed 

position recently vacated by the passing of the legendary Jim Wood. With two zone direc-

tors rolling off the Board, there could be 2 more coach spots open in 2019. This is not to say 

that other spots could not also be filled by coaches: As the semi-independent positions are 

currently filled, coaches may get stronger consideration based on the nominating commit-

tee’s criteria (tbd).

In a July 2018 memo on governance structure, consultant Bill Charney (of Charney & Associates) 

provided a timeline for the Board election process. In accordance with this memo and with 

the Governing Policies Manual from December 2018, here is what’s happening right now: 

•	 In	November,	the	Nominating	Committee	Appointees	were	confirmed.	The	Chair	of	this 

 year’s Nominating Committee is 2018 elected Board Member, Cecil Gordon.

•	 In	 January/February	 (NOW!)	 the	 USA-S	 Board	 determines	 the	 ideal	 attributes/skills 

 sought in new Board members. Board will provide a “charge” to the Nominating 

 Committee that specifies experience, skills and attributes that would constitute “ideal 

 candidates” to complement and augment the composition of the incumbent Board in the 

 upcoming nominations/election cycle. 

•	 In	April	we	receive	the	public	CALL	FOR	NOMINATIONS

•	 In	May	the	deadline	to	apply:	May	15th

Charney also reminded our NGB “Policy work is the groundwork.”  It’s our time to get off 

the ground and EXECUTE. We have a great start. This 2018 Board is excellent. Now let’s add 

even more good folks to the Board who are truly representative of our body of coaches.  

How? If you want to run…RUN! If you can get a group behind you…even better. Let’s rally 

around candidates who can be vetted and then elected. If we are serious about coach 

representation, we might need to use caution not to “water down” the strength of our 

House of Delegates voice by having too many great candidates in this years’ pool – so group 

support is key.  The ASCA, and other groups, are currently working to approach potential 

coach candidates and ascertain their interest/willingness/ability to run. So, if you want 

coaches who represent you, please help out and give someone a push. Then let us know. 

Contact anyone from the ASCA if you are interested or know of a qualified candidate who is.

Again, time is ticking. Our future is NOW! 

Respectfully Submitted,

Kathleen Prindle
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2019 ASCA CLINIC LIST

For Updates and Registration Information go to:
www.swimmingcoach.org/clinic

AMERICAN SWIMMING COACHES ASSOCIATION

USA CLINICS

February 8 - 10 2019 USA-Swimming Regional Clinic Charleston, SC

February 9 - 10 2019 Coaching Novice Swimmers Washington DC Area

April 4 - 7 2019  Legends of Texas Clinic Fort Worth, TX

April 12 - 14 2019 USA-Swimming Regional Clinic Sioux Falls, SD

April 12 - 14 2019 USA-Swimming Regional Clinic Corvallis, OR

April 13 - 14 2019 Indiana Annual Coaches Clinic Fishers, Indiana

April 19 - 20 2019 Advanced Butterfly Clinic & Level 3: Physiology of
   Training School Atlanta, GA

May 3 - 5 2019 USA-Swimming Regional Clinic Rochester, NY

May 16 - 19 2019 Central States Clinic Oakbrook, Illinois

September 2 - 8 2019 ASCA World Clinic 2019 Dallas, TX

INTERNATIONAL CLINICS

February 12 - 16 2019 ASCA Level 1&2, Advanced Freestyle & Backstroke Bangalore, India

March  23-25 2019 ASCA Level 1&2 Beirut, Lebanon

April  26 - 28 2019 Levels 1, 2, 3 Manila, Philippines
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Salaries Reported by Parent Owned Clubs 
for Full Time Head Coaches 

in the ASCA Job Service during 2017-2018.
Sorted by Team Size

size of team state year <31 31-39 40-49 50-69 70-89 90-119 120+

60 SD 2018   n          

64 VA 2017     n        

70 SC 2017   n          

70 SD 2017   n          

70 GA 2017   n          

70 TX 2017     n        

70 TX 2018     n        

80 IL 2017   n          

80 WV 2018 n            

80 IL 2018   n          

80 CA 2018   n          

90 KS 2017   n          

90 ME 2018     n        

90 AR 2018   n          

100 KY 2017 n            

100 NM 2017     n        

100 NY 2017       n      

100 KY 2018       n      

105 WA 2018       n      

105 CA 2018     n        

110 NM 2018     n        

120 VA 2018     n        

130 MT 2017   n          

140 IL 2018       n      

150 MD 2018     n        

170 AL 2017       n      

170 NV 2017       n      

175 IA 2018       n      

180 WA 2017     n        

210 CA 2017         n    

215 GA 2018       n      

250 CA 2018     n        

280 MN 2017           n  

280 CA 2017       n      

300 WA 2017       n      

315 NC 2017         n    

325 CA 2017       n      

350 CA 2018         n    

420 NJ 2018         n    

525 OH 2017         n    

580 WA 2018           n  

900 GA 2017             n
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ASCA World Clinic Yearbook

Volume 50 - 2018
2018 ASCA WORLD CLINIC YEARBOOK ORDER FORM

EDUCATION & INSPIRATION
From the Best in the Business

The 2018 World Clinic Yearbook contains transcripts of 
presentations given at the 2018 clinic.

Available in CD or 3 Ring Binder form.
Anticipated Publish Date: February 2019

The Solution for Keeping Up with Your Profession.

AMERICAN SWIMMING COACHES ASSOCIATION
5101 NW 21st Avenue, Suite 530, Fort Lauderdale, FL 33309  •  Tel: 1-800-356-2722  •  Fax: (954) 563-9813  •  www.swimmingcoach.org

Name ________________________________________________________________________________________________________________________

Phone  _______________________________________   Email __________________________________________________________________________

Mailing Address ________________________________________________________________________________________________________________

City _________________________________________   State ____________ Zip Code _________________ Country ______________________________

Amount Total: $____________   Payment:   cash   check (US Funds Only)  or    credit card (American Express, Discover, Master Card or Visa) 

Card Number ____________________________________________ Exp. Date _______   Signature ____________________________________________

World Clinic Yearbook 2018: (choose option)                   Binder version - $35.00  CD version - $35.00  Binder and CD - $50.00
 ($50 will be added to all binder orders to international addresses.)

ORDER YOUR COPY TODAYONLY
$35.00

FEATURING 
DAVE DURDEN, 
MARK SCHUBERT, 
DON SWARTZ,
DAVID SALO,
GREGG TROY
DAVID MARSH,
& MANY MORE...Dave Durden Mark Schubert Don Swartz 

 WORLD CLINIC
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Millennials in Coaching: “Talking Up”
Jackson Leonard and George Block

Jackson Leonard: All right. Thank you for coming. It is humbling to 
have this many people in the room. Actually, I was expecting less 
than half of this, so good to see you all.

Today we have Millennial coaches, and I do not know what the 
actual talk title in the program is, but what it evolved to was 
‘Talking Up Through the Generations.’ It is designed for Millen-
nials in the room to talk up in a business world. But, I hope that 
non-Millennials will also take it home to your Millennial coaches and 
share it. The talk was born out of an idea. I wanted to coach to my 
past self. I made tons of mistakes as a Millennial and communicating 
in ways that I probably shouldn’t have and I had to learn the hard 
way. I wanted to make sure that I got that message out to people 
that were my age that were in danger of making the same mistakes.

Then, along with this, we have legendary Coach George Block up 
here to help give some insight from an older generation and things 
that he thinks are important that I cannot put so eloquently. He and 
I went back and forth many times via e-mail for this talk, and some 
of the stuff just blew my mind. I thought he had to be a part it and 
had to be the one to tell you, so we’ll get to that in a couple of min-
utes and he can share some of those insights.

For those that do not know, my path in coaching went through 
many people. I started at University of Florida, where I worked as 
a team manager with Coach Gregg Troy, Coach Nesty, and Coach 
Wilby; obviously much older than me and so I learned to communicate 
with them. They all had different communication styles. Coach Troy 
will not pick up his phone. he will not pick up the phone to text 
anybody. You will have to go talk to him face to face. But, Coach 
Nesty is really good about communicating with the guys via phone 
and WhatsApp and talking to the people when they are in differ-
ent meets across the world. Coach Wilby is the same way with his 
phone.

As a Head Age Group coach, who coached at Gator Swim Club, 
I worked for a few different head coaches and all of my assistant 
coaches along with me were all of the same age. Head Age Group 
coach, who coached at Gulliver Swim Club with Coach Jeff Poppell, 
who is now the women’s Head Coach at Florida was the Head 
Coach at Gulliver Swim Club the first time I was there. But now, our 
Aquatics Director is the same age I am, so he and I communicate in 
a different way than I communicated with Coach Jeff.

The last one, that I think will be the most telling and help the most 
Millennials in the room, was my time with Coach Bill Wadley up 
at the Ohio State. Coach Wadley is fantastic about texting, about 
communicating in a way that is reachable. But, he is also of the 
generation that believes in a certain type of communication at a 
certain kind of time, certain, places and in certain ways. I made 
enough mistakes there that I can share those with you and 
hopefully help some of you out.

Quick survey; big room, more people than one was expecting. This 
will actually be really helpful.  How many of you have coached 
for one to five years? Okay. Five to ten? Ten or more? Okay. Head 
Coaches in the room? Assistant coaches? Wow, pretty even split. 
Awesome.

Male Speaker: Yeah, really.

Male Speaker: Okay. We have Generations Z swimmers now. They 

are the youngest ones. We will get to them in a little bit. Millennials, 
somewhere in the mid-80s to about 1995-96 is sort of the cut off. 
If you are in that range, if you are the Millennial, a show of hands. 
Wow, [Laughs] good number. All right, good number of Millennials 
in the room.

Generation X came right before them. Sixty four to eighty two. Six-
ty four to eighty two. And then Baby Boomers? Another good split. 
That’s awesome. All right, so that’s the makeup of the room. We’ve 
got little bit of everybody. Millennials: who are they and what are 
they like. We have got a short video for you.

[VIDEO PLAYING]

Male Speaker: This is why Boomers do not use technology and 
Millennials do.

[Laughs]
Video Plays:

Male Speaker: Amy, this says you are trained in technology, that’s 
very good. Are you adept at Excel?

Female Speaker: No.

Male Speaker: PowerPoint?

Female Speaker: No.

Male Speaker: Publisher?

Female Speaker: Not really.

Male Speaker: Exactly in what area of technology are you proficient?

Female Speaker: Snapchat, Pinterest, Instagram, and Twitter, you 
know the big ones.

Male Speaker: I am surprised you didn’t say Facebook.

Female Speaker: [Laughs] That’s for old people like my parents. 
That’s funny.

Male Speaker: Well, Amy, when you are working for me, you have 
to have those kind of research skills because I will send you things 
through the com through and get the answers and send them to 
me. So for that, you got to be really good in technology.

Female Speaker: For stuff like that, no problem. I will just ask Siri.

Male Speaker: You’ll - you’ll just ask Siri?

Female Speaker: You know, Siri tell me this. Siri, find me that. We 
are all good getting the answers.

Male Speaker: Call Siri. I want you ready to go at 8:00 sharp each 
and every morning.

Female Speaker: I do not understand.

Male Speaker: What do you understand?
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[Laughs]

Female Speaker: What you just said.

Male Speaker: You do not understand be ready to go?

Female Speaker: No. You said 8:00, right?

Male Speaker: Yes.

Female Speaker: Eight like in the morning, AM?

Male Speaker: Yes, in the morning.

Female Speaker: Yeah, okay, that doesn’t work for me. Who gets 
up at 8:00?

Male Speaker: I do.

Female Speaker: I Skype with my friends until like 3:00 in the morning. 
I do not even get to Starbucks until 10. So, if it’s okay, I work best in 
the morning at 10:45. [Laughs]

Male Speaker: Wow. Amy, I do not think you are going to be a good 
fit.

Female Speaker: Why are you so negative? I can sense your 
hostilities and right now I am not feeling very safe. I have been here 
for over 5 minutes and the only nice thing you have said to me was 
“Nice resume,” which I typed all night for this meeting with you. You 
have given me no guidance, no validation, no encouragement, no 
supervision. Is there an HR Director somewhere?

Male Speaker: HR Director?

Female Speaker: Yes. I need to speak to someone. And we have to 
take off today. It’s a Mental Health Day.

[Laughs]

Male Speaker: So, [Laughs] lot of stereotypes there, right? Thank 
you. Lot of things happening there. It is over exaggerated, but not 
too much. That’s what is scary. I am sure you know somebody who 
is pretty similar to that. And I have plenty of stories of colleagues 
who couldn’t cover morning practice because they had to get their 
certain OrangeTheory class. And it became a major sticking point.

Teens, you do see there though, are willing to use technology. I do 
not think that’s a bad thing. I think older generations will struggle 
with certain uses of technology. I do think Siri is helpful, but I do not 
think it’s the way you go about research. I do not think it’s the only 
way you go about research.

Millennials like to be validated. So, at the end of that, it was all about 
– ‘I haven’t been told how great I am yet.’ Millennials, be careful. That 
is not what everyone is here for. Bill Gates had a really great say-
ing in one of his top 10 things to tell graduates and that was, “You 
find yourself on your time. Your boss doesn’t care about you find-
ing yourself at work. You go to work to do work and then you find 
yourself outside of that.”

I thought there are some stereotypes to that. They are hit there, 
addressing what Millennials are perceived as. I do think that they 
can offer more than those stereotypes. Comparing Millennials and 
your Gen Z swimmers; Millennials are: relatable, fresh perspec-
tive, open-minded, full energy and enthusiasm. We understand the 
new technologies and want to use them to help. Generally helpful, 
generally understanding. Obviously, these are the positive 
attributes. We just watched all the negatives.

Gen Z: massive media consumption, even by Millennial standards. I 
have younger brothers and sisters and they are on a screen all day 
long from the minute they wake up to the minute they go sleep. 
Cool products over cool experiences now. Interested in co-creating 
their culture. Pretty strong example of that is Parkland shooting. 
You are watching the Gen Z students want to be a part of a culture 
that they are building in today’s society. Then, pretty independent. 
Gen X and Millennial parents really tried to steer away from the 
helicopter parenting. We were warned so much about helicopter 
parenting that we raised kids that are much more independent and 
those Gen Z kids are able to go off on their own a little bit more; 
and they are little more justice-minded.

So, that’s looking down from the Millennials and who they are and 
who we are coaching. Before the older generations in the room 
start saying, ‘Millennials and Gen Z people are ruining everything,’ 
there was a thing in the 1940s called Goldfish Swallowing [Laughs] 
where college guys would see how many live goldfish they could 
swallow. So, people have been doing dumb things forever.

[Laughs]

The Tide pods thing? Not new. All right, it’s happened before in 
different iterations, so we are here today to try and find the best 
of what Millennials can offer, how we as Millennials can talk up with 
Head Age Group coaches, Head Coaches. In the business world, if 
you are some coaches, if you are going in for a loan, how are you as 
a Millennial talking to bankers, how are you talking to people run-
ning your pool complexes? You are not texting them. You are not 
going to text emojis, and we will get to that, but it’s a different level 
of communication that we have to understand. As Millennials, we 
have to adapt to the ways that older generations want things done 
and prefer things done, but also hopefully older generations will 
recognize that there are different ways to communicate effectively 
with everybody around you.

So, the focus on ‘talking up’ and communicating with Senior coaches 
since Millennials were raised to be pretty sheltered and have this 
need for constant feedback. We have got to make sure that when 
we are working with those older coaches that’s not our only focus. 
We are not worried about, “Okay, is my Head Coach happy with 
me? Am I doing -” you got to have some confidence and know 
what you are doing and be able to communicate with them without 
worrying about that and constant need for feedback. Older 
generations, hopefully, those technological developments are not 
something to fear. The idea of a group chat should not terrify older 
coaches. If you have a team and you need to spread information 
quickly, there are apps now. I have mine in my pocket buzzing right 
now, the app- Remind. Our high school team has a system where 
a single captain can communicate with everybody without it being 
a conversation; they are just reminders. It is one-way communica-
tion, but it reaches a lot of people quickly.  But, there are older 
coaches that do not want to use that; they want to command all of 
the communication in their own way- a way that may be outdated. 
It might be a little slower, so I think it’s important that the two work 
together.

Coach Block will talk a little bit about this, but each generation is 
going to use what’s comfortable for them. There is nothing wrong 
with that, but it’s encouraging yourself and encouraging your 
colleagues to maybe step out of your comfort zone and you use 
some communication methods that are different from what you 
would normally do and get used to that. And then knowing how to 
best mesh those styles depending on who are talking to.

So, the next few slides are from Coach Block. I communicated back 
and forth through e-mail for the few months with him and I asked 
him a variety of questions. I think the first one, hopefully he can 
start us off here, his answer is in red. Hopefully he will speak a little 
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more to developing some personal relationships, how do we do 
that with technology, and how do we do that as different genera-
tions coaching together. Coach Block.

George Block: Well, Jackson, I think all relationships are really face 
to face. They are face to screen. In a coaching point of view, the 
best coaching I see is face to face coaching, not coach to screen to 
athlete to screen, and back to coach.

There was a study a long time ago, 20 years or something like 
that, across all Olympic sports. All nations, everything, looking at 
Olympic gold medalists and they were trying to see ‘where should 
we invest?’ Should it be in facilities? Should it be in coach edu-
cation? Should it be in equipment? The common denominator of 
every sport, every discipline, every nation? That one thing that was 
critical to winning an Olympic gold medal was the relationship 
between a coach and the athlete. That was the deal. Was there trust 
there? Was there mutual belief? Did they believe in each other? 
Did the coach believe the athlete could do it and did the athlete 
believe the coach could get them there?  The incredibly strong bond 
that overrode all equipment, all facilities, all funding, everything. 
If you think your pool isn’t big enough, you do not have enough 
stuff, it really doesn’t matter. It is the relationships you develop and 
the relationships aren’t electronic. What I see personally is that 
technology leads to poor personal relationships, not better. We can 
communicate facts and data instantly, but all the important stuff, 
all the important stuff is really emotional and that is really hard 
to communicate accurately with technology. It is really, really easy 
to get it wrong through technology. Another thing is this is the 
most amazing tool ever invented for miscommunication. We can 
miscommunicate at high speeds and high volumes and screw up 
large amounts of acreage in the process. 

 My whole deal on that is communication as face to face. I was 
talking with a group yesterday in the Leadership class and told this 
story. My wife and I went out to this really great seafood restau-
rant, way too expensive for us. We do it once a year, anyway, we 
walked in and there’s a really cute young girl there dressed with a 
really well dressed young guy. Obviously they were out for a big 
date and they are sitting there and it is a great, intimate, romantic 
setting and the guy sitting there looking at his phone. I just wanted 
to take the phone and smack it on the back of his head because 
he is face to face with this beautiful woman in this perfect setting 
and he’s staring at an iPhone, something where you can do that on 
the bus ride on the way home, buddy. But, you’re missing out on 
every opportunity for a personal relationship. You do not find out 
what a person really thinks and feels without seeing their eyes. The 
eyes are everything. Without seeing their face, understanding the 
body language… so much of the communication isn’t the words, it’s 
everything around the words. If we do not get face to face with our 
athletes, we’re missing real communication.

Jackson Leonard: Millennials, the thing to take from that that is 
important for you - when you’re communicating with athletes and 
you feel like, ‘Wow, I have a great relationship with them.’ Make sure 
it’s not mostly via texting or mostly via e-mails. Make sure there 
is face to face contact there and they have to come talk to you 
and show you their body language and show you how they’re re-
ally feeling. Gen Xers or Baby Boomers, do you have any personal 
examples or instances where you communicated with technol-
ogy and it was an issue between you and your staff members or 
between you and your swimmers?

George Block: I know for sure that spellcheck creates miscommu-
nication. [Laughs] It can take one word, change it, and change the 
entire meaning of a message. You can garble it and make it silly, but 
the worst is when it changes the meaning and you think you have 
got everything right and you are moving quickly and you didn’t 
check it, and you communicated 180 degrees opposite of what you 

intended to communicate. So, there’s ample risks for miscommuni-
cation with technology.

Jackson Leonard: The ASCA office is known because Coach John 
Leonard tends to send some terse answers for emails occasionally 
and that’s misconstrued by a lot of Millennials that come to work 
there part time. They think, ‘Wow, he must be really angry with 
me because he only gave me three words responses.’ I think that 
becomes a part of that where talking to each other in the office and 
learning how you communicate via email key; what kind of writing 
style do you use?

George Block: This is an experience I was just sharing with Jackson. 
When I stepped away from coaching, I was asked by my city to 
build, open, and start up a transformational homeless center. I was 
the CEO with most of the C Suite, CFO, COO, typical C Suite in a 
very large nonprofit and we were on our 60s. And then, the next 
group under us of mid managers were all in their 40s. But, do-
ing the real work of the organization, all the entry level employees, 
social workers and the like were all on their 20s. Our board was 
mostly people in their mid-70s. It was the retired CEO and now 
board chair of a major energy company, a former mayor, and a for-
mer CEO of a major insurance company. That’s what people who 
can be on powerful nonprofit boards. They were mid-70s. Our 
C-suite was mid-60s, managers were 40, real workers were 20. For 
me, as the CEO, communicating with my board chair was he didn’t 
want an email. He didn’t even know that texts existed. He wanted 
me just to drive by and stop in his office, which was probably a half 
hour away and preferably stop there on the way into work every 
morning and visit with him face to face. 

If there was an absolute emergency that I couldn’t get up to his 
office, I would get on the phone and talk to him on the phone and 
that was very typical of the entire board, the mid-70s board. Those 
of us in our 60s, we were very comfortable with e-mails and prefer 
them because we could read them and think about them, reflect 
a little bit, storm away, respond what we wanted to respond. The 
20-year olds wanted to see what was going on and they wanted 
to be on this program where everyone could see everyone and 
see who was logged in or not. They wanted to have that and the 
40-year olds really wanted to operate by text. So, we had face to 
face and phone, we had e-mails, we had text and we had group 
chat things going on and every group wanted to have the nonprofit 
provide corporate software for their preferred method of commu-
nication. The board didn’t want to even look or think about that 
because they wanted it face to face or on the phone. As a large 
startup nonprofit, I had to manage all of that and be aware of what 
was going on over here, even though I didn’t really use it. 

That was really my first ‘a-ha’ moment of- every generation has 
their own preferred method of communication and for me, to 
effectively work with my board, I had to be face to face and, on the 
phone, and if I wasn’t, I was going to be a very ineffective CEO and 
it was sort of the same way, all the way up and down. My aware-
ness picked up because I was also switching between my coach 
hat and my CEO hat of ‘what should we have been teaching our 
kids?’ Is it more important from a board chair, a 74 year old man, 
to learn all these other forms of technology or is that more impor-
tant for me to communicate with him in a way that he wants to 
receive my communication and so that we can deal with each other 
effectively? The lesson to me was, as a coach, we should be 
training our kids and our assistants to communicate up, to under-
stand what is the preferred method of receiving a communication 
by those from whom you need their support? Whether it’s an ath-
letic director, a board of directors, a banker, whomever, that the 
critical nature of being able to communicate up and not expecting 
everybody to sort of be indulgent and communicate down. 

Jackson Leonard: What’s scary is, I thought, I had a really good 
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handle of all this, even up until a month ago. I thought, ‘This is 
great. I’m teaching things the right way to practice.’ And hopeful-
ly, someone else in the room has had a similar experience and it’s 
not just me, but the newest Gen Z things and Millennial things are 
popping up, things like ‘ghosting.’ For those of you that do not 
know what ‘ghosting’ is, it’s online dating when you get tired of 
talking to someone, you just stop talking to them. Since it’s all 
online, they disappear and they are out of your life. That’s happening 
at my practice now! I have girls that quit the team, stop showing up 
for weeks, do not answer my emails or texts when I try and reach 
out to them and then will eventually send me something like, ‘Oh, 
yeah. Sorry coach, I quit.’ I’m failing as a coach then if I am not 
explaining why a simple face to face, ‘Coach, I’m upset. I haven’t 
gone best times in a while so I’m moving on with some other things 
in my life,’ is a valuable skill for them to have. Hopefully I’m not 
the only one who’s experiencing these tendencies that we have in 
communication, which are now also bleeding over to practice. 
I think it’s important to be aware of them, to make sure that you can 
prevent those situations.

George Block: Well, I think, Jackson, part of that is our obligation 
to teach kids to have tough conversations and to receive tough 
messages and deliver tough messages. Because as much as we 
all hate receiving tough messages, anybody who’s ever had to fire 
anybody, that’s the toughest message there is. To say, ‘Sorry, you’re 
not going to be able to feed your family next week.’ I mean, that is 
as hard as it gets to deliver a tough message. But eventually, we’re 
all in that point where we have to cut somebody off from their 
source and making a living. A lot of times as coaches, we teach 
kids to receive because we will coach them hard, but we need to 
make ourselves receptive for them to deliver a tough message back 
to us and teach them that we welcome their tough message back 
sometimes. And, that it is a huge life skill.

Jackson Leonard: Last question, and if no one wants to answer, 
I’ve got my own example that is plenty of embarrassing. But Mil-
lennials in the room, can you think of any situation where you are 
realizing now that maybe you communicated up in a Millennial 
fashion to someone of an older generation and you’re sitting there 
realizing, ‘Oh, maybe I shouldn’t have done that.’ Or did something in a 
Millennial way that shouldn’t have happened? If not, the example 
happened a few years ago at World Clinic. A Millennial was do-
ing the graphics for the schedule of talks and Coach John wanted 
a simple black and white, ‘here are the days, here are the times’ 
and the Millennial in the office came back with this beautiful visual 
that had a map of everything, color coded, different places and 
times, colors everywhere, and it was done in a different way. But 
it wasn’t communicated that that was what the end product was 
going to be. So we were pretty split, only when we came to World 
Clinic there was a whole group of people that didn’t enjoy this vivid, 
different colored map and the other ones just wanted a plain list. 
I think making sure that you, like Coach Block said, differentiate 
who you need to speak to and in what way you need to speak to 
them?

Integrating these styles? Coach Block?

George Block: This is a question that Jackson sent to me and it 
was: how do you integrate styles? My main experience, running that 
organization, was that everybody in the organization from very 
top to very bottom wanted to do things their own way. It was a 
huge lesson that we need to get over ourselves because if all of us 
do things our own way, we’ll alienate everybody else in this room 
because everybody else has their own way, too. If we can’t get 
everybody on board with what we are doing and with the vision 
and with the basic facts, we are really jeopardizing the long term 
success of the organization and the mission. I think the big failure is 
ego. Self-centered, little bit of narcissism in the whole deal. Just 
get over yourself. We all have to get over ourselves. As soon as 

I realized that, I realized that the biggest virtue we could have in 
our nonprofit was the same biggest virtue we could have in our 
swimming team and that was humility. 

If we all just had a little humility and realize that we are not the 
be all, end all; we do not know everything; we do not know how 
the other person wants to communicate; we do not know where 
they’re coming from; we do not know what their day was like at 
home; as soon as we realize we do not know everything, we open 
up our souls to all sorts of new information. Then with that infor-
mation comes all sorts of new success opportunities. Then we can 
really start connecting and they can connect with their boss, I can 
connect with their board, their supervisors connect with me, and 
all sorts of things are going on. The big problem was that every-
body from the 20-year old who wants everybody on group chat 
and the 40-year olds who want everybody on text and the 60-year 
olds who want everybody on email and the 75-year olds wanted 
everybody face to face. Well, it didn’t work that way. The best ways 
was to have a common way of communicating with everybody, but 
then to have some subway that the 20s could all be with each other, 
the 40s could all work with each other. And then, if there was a 
way that we could hear in one way when the whole group needs to 
know, ‘we’re going to have a standard method of communicating.’ 
Otherwise, if you do not have a standard method of communicat-
ing, it’s got to be real limiting and if you force everybody in a way 
that’s totally uncomfortable, that’s going to be equally limiting. You 
need a little bit of a T or a grid of communications.

Jackson Leonard: Basic directives and just some thoughts here. 
This is all going to come back to the answers you just heard from 
Coach Block. Things that just help reinforce that for Head Coaches, 
managers, non-Millennials: giving Millennials the directives and the 
end product that you want and then letting them go. That sounds 
really scary, but that is the freedom that Millennials crave and will 
thrive on. If you give them, say, ‘This is the project, this is the end 
result I need. Go, get it ,’ and they’ll come up with some creative 
ways to do it. But, Millennials- check back, make sure what you plan 
on doing is in line. That goes back to that World Clinic map story of, 
if she had checked back and said, ‘here’s my plan,’ she might have 
had the directive earlier and it would’ve staved off some frustra-
tion. So, just be clear in what the end result should look like and then 
check in once in a while to help both sides. Head coaches, managers, 
non-Millennials: just being clear in the expectations and then 
accepting that Millennial employees do not have the same experi-
ences, values or frame of reference to when you were the same age. 
Coach Block touched on this yesterday in the leadership school. 

As coaches, we have taken ten, twelve years to learn a system 
and a plan and learn how we want a stroke to look, but then we 
expect the swimmer to know that and be perfect with it in a week? 
The idea that takes time to learn, it takes time and experience to 
really understand a concept and how you want things done and why 
you want things done. I think if, you can accept that they are not 
at that place yet and with a little guidance, they’ll get there, that’s 
helpful for those Millennials. Millennials, remain open minded to the 
reasons behind certain things. There are times Baby Boomers and 
Gen X bosses want things done for specific purposes with an end 
goal in mind and they do not want it done that easier way. 

They want it done, maybe a harder way, for a reason. Just finding 
the easier way sometimes throws things out of whack. Make sure 
you stay open minded to the reasons behind things. Write down 
the expectations that you hear from your bosses. That way, you can 
reference back to it. It’s like getting the writing prompt in school. 
You write your paper, do not get halfway through and then be off 
on a tangent. Refer back to ‘what was my expectation? What am 
I expected to do? How am I going to get there?’ And then listen, I 
mean, going back to the bottom point on the left, if a non-Millennial 
has a reason to do something and they have experience, you need 
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to listen and make sure you are understanding why things are get-
ting done before you show off the new trick of how to get it done. 

George Block: But, I think there’s nothing wrong with showing off 
that new trick. If you communicate the new trick and say, ‘Hey, I’ve 
got an idea. Let me show you a demo of this cool map of the ASCA 
World Clinic that not everybody loves, or let me show you this cool 
demo,’ I’m a big believer in pilot projects in life and even in relation-
ships. You know, hey, give it a try. But, if you do all those things and 
do not give feedback to your boss and say, ‘I got an idea about a 
different look, let me give you the two of them side by side and 
compare them.’ Oh, feel free to give feedback, but there is a dif-
ference in feedback and freelance and that’s a big, big difference.

Jackson Leonard: Face to face communication, I think Coach Block 
touched on that. I mean, if you start with that and teach kids who 
start with face to face communication, they can always spread to 
using technology. But, if you do not teach that face to face first, 
it’s really hard for them to learn it later on. It just conveys respect, 
it demonstrates an understanding of a situation and it gives you 
an opportunity to check on the non-verbal cues. Like Coach Block 
mentioned, things get lost in the meaning of emails. You send 
something meaning it one way and it’s understood in a different 
way. I think, being face to face and seeing someone nod as they talk 
to you or seeing the fear in their eyes when you tell them about the 
project they have to take on, there’s something to that face to face 
communication.  55% of communication: body movements, face, 
arms, 7% is the words, 38% is your voice tone, pauses, and where 
you stop when you speak. There’s a lot to face to face that can still 
be learned.

George Block: One of the saddest pictures I have ever seen was of a 
soldier deployed somewhere horrible, hadn’t seen his family in two 
years and the picture of him was kissing a screen because he was 
on FaceTime with his kids, but couldn’t kiss them good night. That’s 
probably the ultimate face to face: kissing your kids goodnight. 
To be denied that is kissing your screen. No one would ever think 
kissing their screen is a great idea; face to face is everything. 

Jackson Leonard: In vein of trying out a new project, if the first 
three rows could help me? If you have your phone ready, please. 
Quick game, all right, you’re going to text JacksonLeona959 to that 
number; it’s only one time. 

Jackson Leonard: For those that still need it, JacksonLeona959 to 
37607. You should get something that says, ‘You’re now a part of 
a poll,’ or some kind of automated response. Everybody have it? 
Now, your question is: If you want to purchase insurance, would you 
do it in person, on the phone or through a website? And then you’d 
send back A, B or C.

[Laughs]

Jackson Leonard: So, I thought this was extremely cool when I 
found out about this. I downloaded it, put on all my PowerPoints. 
I was like, ‘All my talks are going to have a poll!’ I thought this was 
the greatest thing. Then, I tried it last week for our high school team 
captain vote and I did it against Coach Block’s advice.

[Laughs]

Jackson Leonard: The reason I just asked the first three rows to do 
it is because I didn’t realize that this thing has a 25 person max. So, 
we did a team vote with teams of more than 25 people and 5 peo-
ple didn’t get a vote and I’m up in front of the parents with my new-
fangled computer and this great app and the votes aren’t correct. I 
had to stop and I had to pause, I had to close the thing down, I had 
to open it back up, and try and find a new edit. Parents in the back 
that are serving the kids are thinking, ‘This isn’t very efficient.’ The 

kids are thinking, ‘This thing’s rigged because I do not get to vote.’

[Laughs]

Jackson Leonard: And I’m up there, peeing my pants because this 
thing that I thought was newfangled and great? It was terrible! So, 
now I got up here and I knew I had four of these questions for you 
all and I was terrified it wasn’t going to work. This is an example of 
something new, fun, maybe it would work. This might be a really 
great way to elect team captains rather than counting out 75 slips 
of paper, but technology fails you. There are reasons that maybe we 
do it by paper and maybe there are reasons we do not use the first 
thing you find on the Internet to help you tally votes.

George Block: Only if you do not want the Russians to elect your 
team captains.

[Laughs]

Jackson Leonard: All right. Here’s the question. No Millennials 
should answer yet.

[Laughs]

Jackson Leonard: Baby Boomers in the room, what does this text 
mean? Do not lie. The text reads, “Yay, see you tonight.”  ‘K.” No? 
No Baby Boomers know? Millennials, what does this mean? Yes! 
Someone is pissed.

[Laughs]
Jackson Leonard: Right. Millennials in the room know that a single 
K, if you have a K with a period, you’re in especially deep, right? 
Everybody else though, a little older…this is how my father texts 
me, this is how my mother texts me. They just answer with a letter. 
Look at a great example of miscommunication on a really simple 
level with something that’s great, texting is great. It is instanta-
neous, it helps get the answer quickly, but it is easily misconstrued. 
My fiancé and I, this is how I know I’m in trouble. If I say, “I love you” 
and she sends back ‘love you,’ done, I’m in trouble. I did something 
wrong and I got to find out what it was.

Another example, “Your great aunt just passed away.” ‘lol,’ “Why 
is that funny???” ‘it’s not funny, David, what do you mean?’ “Mom, 
lol means laughing out loud.” ‘Oh my goodness, I sent that to 
everyone, I thought it meant lots of love!!’ 

[Laughs]

Jackson Leonard: I’m sure you are laughing because you had some-
thing pretty similar or know of somebody doing something pretty 
similar. Millennials. make sure you know who you’re communicat-
ing to is important and what you’re using. The acronyms you use 
are important and we’ll get to this in a couple of slides, but be 
careful. This is what I had in late July, early August.  I do not know 
how many of you can read it in the back, but a kid sent me, ‘Hey, 
Coach. I’m not going to practice today\ because I got a really bad 
headache, sorry about that.’ I hadn’t seen him in two days. It was 
a Saturday, Sunday and then he texted me this on Monday. 12 days 
before championship meet, this is a guy who’s trying to make his 
first Futures cut in 200 fly and he was going to text me, ‘sorry, not 
coming and I got a headache.’ He was in school and I found out he 
was in the 400 wing, which was 500 feet from my office. It was 
after school and he texted me and he was ready to leave. It goes 
back to that idea of face to face communication, it’s not a hard 
conversation. I wasn’t going to be upset, I might have asked him 
in person, ‘is it really that bad? Would you not swim if you had this 
headache at a swim meet?’ But his default is a simple text of, ‘oh, 
not coming, sorry.’
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George Block: For so many kids, but also so many human beings, 
texting is a form of avoidance. It is avoiding hard communications, 
avoiding hard conversations; it’s just a method of avoidance and 
the fact that you knew somebody is 400 feet away and if he came 
to you, he would’ve been in the water. It just is a form of avoidance 
and so a whole lot of texting almost has to be put in our frame of, 
‘it’s an avoidance form of communication.’

Jackson Leonard: Coach Block is also going to help explain this 
a little bit too because he will do a better job of it. Talking about 
texting, group chat, emails and how many alterations Millennials 
need to make and things to consider. Texting: proper English. If you 
have to do it, limit abbreviations to universally recognized ones, 
‘international’ or ‘as soon as possible.’ But, eliminate the emojis and 
eliminate the lols and the ones that you know other people will 
not get. Again, this goes to the business world. You would not be 
texting a banker and if you do need to text your loan officer or 
you need to text someone, you are not going to text them in ab-
breviations. It should all be in perfect ,proper English or as close to 
perfect as you can get it. Sound stuffy rather than thinking you’re 
talking to your brother or talking to your buddy. 

Group chats, I would say, avoid at all costs. One-way communication 
for a group, maybe. I like the Remind app, I think it’s helpful for a 
team because you can say something, it goes to them, but they 
can’t answer. I have been in plenty of situations though where 
though GroupMe or WhatsApp, when there are group conversa-
tions and a group of guys are put together in a group chat and one 
of them pokes fun at the other, like guys do. Pretty soon, that guy’s 
feelings are hurt and five other people have liked the comment, 
which really says that you agree with that person and you really 
think the person being made fun of deserved it. That just creates a 
divisive team. It can erode that team culture pretty quickly when 
you have something that’s happening and then you as a coach 
won’t even know about it because it’s going on silently in their 
pocket. E-mails, mimic the e-mail response style that it came from. 
The CEO of Tough Mudder taught me that through the Tribe of 
Mentors book. He talked about how when he started the company, 
he started responding to people the way they emailed him and it 
simplified the back and forth. If you have someone who likes to send 
long five paragraph things and go through every single detail and 
explain things at length, respond in a similar way and that shows the 
respect to their style. If they send you five word answers and they 
like brevity because they have to read 1200 emails a day, do not 
burden them with a long, page-long emails unless you absolutely 
have to. Try and answer in a similar way. Coach Block will explain 
the army five paragraph response.

[Laughs]

George Block: There is a model that all of us in the Army were 
taught and we started using it at Haven for Hope when I was 
there because I was seeing younger and younger generations 
really not know how to communicate in writing, especially in a 
succinct and clear way. So, we took the Army five-paragraph memo 
and just turned into the Haven five paragraph memo of ‘what’s the 
situation, what’s your plan for solving it, how are you going to do it, 
do you need help, do you need support, do you need equipment, 
and what do you need.?’ Do you need any other support from any 
other part of this organization?

It is that simple. When somebody was reporting a problem, instead 
of getting Anna Karenina, I just wanted to get something simple 
and direct that then could be referred to and others could follow 
up on. That Army five paragraph memo style is a really efficient 
way of communicating, especially a problem. When you say, ‘here’s 
the problem, here’s my proposed strategy to solving it, here’s how 
I’m going to execute that strategy, and here’s what support or 
equipment I need. And oh, yeah. I could use help from this other 

department, that would be really convenient, also.’ This is some-
thing very simple.

Jackson Leonard: The next part is pretty embarrassing story for 
me, so I’d prefer if nobody ever repeated it back to me and told me 
how much you liked my story. Two years ago, I spent the year in 
Columbus, Ohio, working as a volunteer assistant for Coach Wad-
ley. To live up there, I was teaching some lessons for SafeSplash 
and doing a few other odd jobs part time to make ends meet. Every 
month was really tight. Tight to the point where after eight months, 
I couldn’t do any more. I said, ‘There’s no way, I’ve got to find 
another job.’ So, I found a more stable job as a substitute teacher 
at a school across town, but it was a substitute teacher. So, I had to 
be available Monday to Friday and had to be available from 6 AM to 
6 PM. That means I wasn’t going to be doing swim lessons at 6:30 
across town and wasn’t going to be able to go to NCAAs. So, at a 
certain point, pretty close to conference, I realized that was going 
to have to be my plan and the team went to Michigan from a dual 
meet. I got the response from the school saying, I’d been hired and 
they were happy to have me. I’d start on Monday. 

And in my Millennial mind, I thought, ‘He’s away. I do not want to 
wait until Monday morning to tell him, let me email him in a thor-
ough explanation of what’s happening and I’ll finish it with, “Let’s 
talk as soon as you’re back and then I can explain more in per-
son.” To me, that made sense. I am betting half the room and the 
Baby Boomers just rolled their eyes and went, ‘God, that’s awful.’ 
Looking back, I’m embarrassed by it because he walked in on 
Monday morning and it was obviously obvious that I let him down 
and that he was upset about it and I realized I’d failed in not 
coming face to face first, showing my respect for him by 
explaining it in person. And doing that first, before I sent him a 
follow up email of ‘just to be clear, here’s what’s going on.’ It was a 
really hard lesson to learn; it’s embarrassing. I have to tell you guys 
today, but hopefully Millennials in the room, learn from that. You 
should not be sending vital information like, ‘I have to change my 
profession and I have to do something different,’ in an email or text 
form first and then thinking you are going to follow up and have a 
nice conversation.

George Block: Could part of the problem have been that you 
waited too long and let the problem get out of control before you 
let him know? 

Jackson Leonard: Absolutely. I think I tried to take on too much 
and then didn’t communicate to him. As it went on, I should have 
said, ‘Here are the issues I’m facing,’ and I waited till I got to a 
point where it was ‘do or die, one way or another,’ and that was 
obviously another part of the failing- not just that one instance, but a 
constant communication between us over a period of time.

George Block: That is something I would try and tell swimmers 
early and tell those who work for me at the nonprofit. Early I would 
say, ‘First rule, no surprises. And second role, tell me early. A lot of 
times, you will see swimmers will have what they think is a huge 
problem, but it’s a 15-year old issue and they will catastrophize it. 
They are having this just huge dilemma in their life and they will 
get down and think, ‘Well, this is the only possible solution. I’m go-
ing to dye my hair pink,’ or whatever. You want to teach them to 
back up and as soon as they start seeing the car veer off the road, 
straighten out. I do not want to wait until it’s right in front of that 
tree before you hit the brakes; steer the car early. Teaching them 
to communicate early when there’s still a whole range of solutions 
to their problems. Later and later and later and later you get, the 
more limited solutions are to the problem. And then, no surprises. 
What I heard there was the communication was real late, so your 
options were real limited and then you surprised your boss, right in 
the middle of his biggest dual meet.
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[Laughs]

Jackson Leonard: And, I started this off by saying, he was really 
good at communicating with technology. He was really good about 
texting answers to things; it’s not like he was averse to his phone. 
So, I spent the season thinking, ‘here’s a guy who just likes his com-
munication via phone and likes communication via texting and 
phone calls. So, why would I bring up problems I have face-to-face, 
if that’s how he prefers?’ but I was uncomfortable throughout the 
year, talking about money issues via text when I think that’s his 
preferred communication style. So for the non-Millennials in the 
room, if you’re really clear about, ‘Even though I use my phone, 
even though I may text you, I’d prefer to talk face to face. Let’s have 
meetings face to face, so we can discuss any issues you might have 
rather than you feeling like that’s the only way you can reach out 
to me.’ Because Millennials look at that and say, “Okay, yeah, I want 
to text.”

George Block: Right, right. I think the rule of thumb is that the more 
complicated and complex the issue is and the more personal it is, 
face to face. If you’re taking a very complex problem to your boss 
about the organization, about the team, or whatever you’re in, bring 
it face to face. You might have some bullet points of, here’s what 
you can look at, but a complex problem should really be delivered 
face to face. Anything that’s personal, deliver that face to face. I’m 
sort of against really long complex e-mails, just because of reading 
things on a screen. I think if it’s more than two paragraphs, do not 
do it in e-mail. Bring that face to face, or at least, a phone call. If it 
was anything other than a simple fact, keep it off of a text. 

Jackson Leonard: For Millennials, it took me years to figure out 
that there should be some kind of response window for me with 
emails and how I treat my e-mail communication to parents, to 
other swimmers, and to other coaches. I would have a consistent 
response period. I do not think YouTube quickness applies to our 
emails. We are used to, if we want to watch a video and YouTube 
doesn’t load in 10 seconds, we find a different video, right? That is 
instantaneous. Your answers and emails do not need to be instanta-
neous. Wait a minute, wait a few hours, wait a day. Ohio State Swim 
Club has a standard rule for all their coaches that they have up to 
48 hours to answer parents’ e-mail. After those 48 hours, parents 
are free to keep emailing the Head Coach and say, ‘There’s an issue. 
He’s not answering,’ but allow a coach some time to formulate a 
good response that’s going to really communicate what you need 
and is not the fiery, emotional response right away.

George Block: That’s the difference between reflective and 
reflexive. Anything that you do right away is just a reflex. You’re 
giving a reflex answer and you do not want your answers to 
parents, kids, administrators to be reflexive. You want to be 
reflective- where you thought about it, you reflected on it and tried 
to see their point of view, see what’s going on, maybe get more 
information and after you’ve reflected on it, then go back to them. 
I always want to defer to reflective instead of reflexive.

Jackson Leonard: I think, speaking to a point this gentleman made 
here in the middle, this second quote: if you’re making a bunch of 
little decisions, like do you need to read this e-mail now or later, 
do you file it now, do you forward it, do you have to get more in-
formation, do you have to answer with information, do you put in 
the spam folder? This e-mail thing makes things confusing. I think 
allowing yourself some time before you answer them is helpful. 

Social media. This goes back to Coach Block, but it can be helpful. 
Millennials do not think that I’m against the social media thing. I 
think having a team Instagram account is fun, I think it can help 
show other kids that are interested in swimming that your team is 
having a good time, that they’re training hard, and they can grow 
your base. They can help with challenges. I think there have been a 

few on SwimSwam that I’ve seen where entire teams did lane line 
pool changes and they try and do it as fast as they can. They do 
a time lapse video and then they challenge other teams to do it 
faster. We’ve done that. There has been a kick set. I know NC State 
posted some video of a guy who did an insanely fast 50 free kick 
and then five other people across the country did it and I think 
that’s great. I think that’s nice, I think that’s good for the sport, I 
think those little things are fun. But, the word of caution speaks for 
the grassroots situation.

George Block: Because when you and I were talking about 
it and if you are a one man show at your team and you were 
talking about investing time and getting on more platforms and 
doing more things in social media, I was just saying that all of us are 
technology and all of us have a limited bandwidth. We can get so 
caught up in trying to – ‘We got to be on Instagram and we got to 
be on SnapChat and we got to be on Facebook, we got to be on 
this and that and the other,’ that we forget that our real mission is 
coaching kids and we just had an incredible talk about having a 
swim school as a base of your club.

I think if people spent the same amount of time, figuring out how 
to build a swim school as the base of their club or how to improve 
the onboarding process of brand new swimmers into their team 
or making sure that their novice coaches were the best possible 
trained, we would do more to promote our brand and our com-
munity than playing whack-a-mole with a bunch of different social 
media platform. It is just human bandwidth. Yeah, NC State can 
do it because they got student volunteers and they got media de-
partments and they got sports information officers. We do not, it’s 
usually just us and a couple of other folks. We need to focus really 
where we are and there’s a lot of thought about ‘what is brand 
building’? The best brand building there is is delivering your real 
product, every day, in the very best possible way and giving every 
parent and every child that comes to your pool that day a memo-
rable positive experience. That’s building your brand.
Jackson Leonard: I think anybody in the room who has been spend-
ing a lot of time with the social media for your team, just take this 
challenge for the next month: take the time that you would have 
allotted to getting the perfect picture at the sunrise at your pool 
and sending it out with a perfect caption and all that and instead, 
dedicate that to your youngest group. Spend that time after your 
practice, working with the youngest group, getting to know the 
kids. I think you’ll find some positive from that and then just have a 
balance of working with your youngest groups and the social me-
dia, rather than just trying to put it all in social media and hoping 
that that builds the brand.

Some additional resources here, great books for this. Managing the 
Millennials. Marching off the Map by Tim Elmore. Tim Elmore has 
great podcasts and web-based information. I get stuff sent from 
Coach Block all the time from him. I think those are both good. And 
then The Shallows: What the Internet is Doing to Our Brains helps 
explain a lot of the Internet and technology-based minds of Gen-Z 
people right now and where we are going with their learning styles. 
All right. 

Thank you!
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“The secret to all victory lies in the Organization of the non-obvious”. 
     — Marcus Aurelius 

“The best way to lead people into the future is to connect with them 
deeply in the present”. 
    — James Kouzes and Barry Posner. 

 (This one is for all those ten and under coaches out there, 
 like myself!) JL

 
“A genuine leader is not a searcher of consensus but a builder of 
consensus”
       — Dr. Martin Luther King, Jr. 

“if your actions inspire others to dream more, learn more, do more 
and become more, you are a leader”. 

       — John Quincy Adams

 (editors note: see ACTIONS! Also, this is the coach on deck, EVERY DAY.  

 Thank you! JL) 

      

THOUgHTS FOR THe DAy



ASCA’S JOB SERvICE 
32 YEARS HELPINg COACHES AND EMPLOYERS

swimmingcoach.org
(954) 563-4930 
(800) 356-2722

5101 NW 21st Ave, Suite 530 
Fort Lauderdale, FL 33309

AMERICAN SWIMMING 
COACHES ASSOCIATION

When your club is looking for a coach, ASCA’s Job 

Service is the only place you can find professional 

assistance.  We have been helping clubs find 

coaches, and coaches find clubs since 1986.  

ASCA has posted over 600 club head coach 

positions since 1986 and hundreds more assistant 

coach positions.

We have a website where we post up to the minute listings of 
positions available for Head coaches, Age group coaches, and 
Assistant coaches.  The website listings unlocked and available 
to all coaches and employers world wide. 

Averaging over 10,000 hits a month, ASCA’s Job Service 
webpage is the best way to advertise your club position.  
Visit https://swimmingcoach.org/job-service/jobs/  
for general information and 
https://swimmingcoach.org/job-service/jobs/openings/ 

for the current listings

What sets our service apart is that we also provide consultation by toll free phone on the hiring and interview 

process, on coach-employer relationships, club structure and finances, salaries, and contracts.  We also pro-

vide upon request a variety of documents by email including information on interviewing the coach, coach 

evaluations, and contract information.  Our consultants are experienced club coaches with over 15 years of personal 

experience in directing clubs and an additional 20 years experience visiting, working with, and consulting with 

coaches and clubs.  Our toll free phone number is 1-800-356-2722 between 8 AM and 3 PM Eastern Time.

Our low flat rate subscription fee allows employers to place one or more 

position announcements of extended text length and for any duration of time up 

to one year.  These are far more than “classified ads.”  These are full 

description announcements with enough space to fully describe qualifications 

required, responsibilities expected, and compensation rewarded. 

We encourage employers to “sell” their position openings – to tell prospective 

candidates why your club is a good place to work and why your community is a 

good place to live.  Give the structure, quality, and size of the club and give some 

details on community amenities.

Professional Consultation, Documents by request, 
Credentials Check, World Wide Internet Exposure…
ASCA’s Job Service is the way to go.  Our annual subscription fee is only $220 

and we have a special rate of $55 for a single 60 day listing for assistant club 

coaches
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EDITORIAL

 USA-Swimming reorganized itself into a “governance 
board” model in 2018. I believe that is the model of the future 
for a part of our sport…the part that serves many hundreds of 
thousands of developmental athletes. 

  Is it the Best for the hundreds who declare themselves to 
be “Professional Athletes?” I suspect that question will now 
occupy us for  the next decade as we sort out what that “best 
model” looks like. 

  My friend Ira Klein got it right 15 years ago when he asked 
“should our age groupers be governed by the same body that 
governs our Olympic Team?” The implication then, and the 
played-out reality now, is that no, it should not. 

 I have no issues at all with USA-Swimming running our 
Olympic Team operation. But our athletes may. And they 
may well be taking things into their own hands at this present 
moment, with an Association supported initially by the Inter-
national Swimming League. 

 Like golf pros and tennis pros, swimming professionals have 
now realized that its not FINA that makes them, its them that 
makes FINA. And the athletes are not getting their fair share 
of the pot of gold, and their fair results in an Olympic Sports 
world tarnished with drugs and other forms of corruption, via 
FINA and the IOC. 

 And they are taking their future and the future of their sport 
into their own hands. And coaches, as the people who support 
and encourage athletes from bubble blowing and first strokes, 
through to Olympic Gold, should all support the athletes tak-
ing charge of their own professional future. 

 Let’s look briefly at the “real” successful professional sports. 
The NBA and the NFL are those two leagues. Each have the 
strongest unions and the strength of collective bargaining. 
The NBA by rule, provides 50% of the ALL league revenues 
into the pockets of the athletes, exactly as the ISL proposes 
and great British Olympian Adam Peaty has recently asked 
FINA to do. 

 According to World Swimming Association President 
George Block, “Bill Belichick and Greg Popovich are the mod-
els of coach leadership of their respective teams and their 
“coaching bloodlines” are sought after by every team look-
ing for a new coach. Successful ownership of teams leave the 
coaching to the professional coaches.”

 Meanwhile the “Boards” of each league are made up of 
owners. The owners focus on the business side of the sport,  
and leave the coaching to the coaches. We are all familiar with 
the continuously failing model of the interfering owner. They 
are Cliché.  We know what works and we know what doesn’t. 
Stick to the knitting! 

 For USA Swimming, ownership is the Board of Directors. 
Coach leadership cannot overcome ownership that doesn’t 
respect it’s boundaries. Coach leadership thrives, and athletes 
thrive, where each sticks to the knitting. 

 If the athletes stick together and they follow through and 
form the association and the money of the International 
Swimming League helps them achieve that, the athletes will 
earn a professional living and can dictate to the IOC and 
FINA the conditions under which they will compete in the 
great show of the Olympic Games and World Champion-
ships. That will likely include REAL anti-doping efforts so all 
professionals can compete without potentially compromising 
their health AND compromising the integrity of the pool 
where they earn their living. They have every incentive to do 
so, as opposed to the IOC and FINA, who have every incentive 
to “use” the athletes to fill their bank accounts, without regard 
to the real welfare of the athlete. History shows that to be the 
absolute truth. 

 A Professional Swimmers Association serving their constit-
uents, is the Best Possible Service to the Sport of Swimming.  
Good on all of ya! 

 A better world of Olympic Sport is within sight for the first 
time in any of our lifetimes. Go Get It! 

John Leonard, Dec. 24, 2018.

How to Organize Swimming for the Best 
Future For Our Athletes.

Editorial by John Leonard, ASCA
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Need more 
   swimmers?

Need more money? Need 
both?

Your answer is

The nation's leading learn-to-swim school

Designed for you to own by the American Swimming Coaches Association.

• Train your own in-water coaches (instructors).

• Licensed to you. Copyrighted and legally protected.

• Get out from under the administrative red-tape of other learn-to-swim pro-
grams not run by busy coaches.

• Teach your swimmers the techniques you want them to have, done correctly 
right from the start!

• Build your own club environment and own your own business.

Find out about owning and operating a SwimAmerica program today.
Contact 1-800-356-2722 or swimamerica@swimmingcoach.org

Find out more about SwimAmerica at www.swimamerica.org
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One of the very few moments that create real worry for every swim coach 
is when the novice swimmer enters the warmup pool at a swim meet. In 
practice, they may experience 10, 12, even possibly 15 children in one 
25-yard lane. Then they go to a swim meet and suddenly there can be 
45 or more people all jammed in to one lane, attempting to “warm up”. 
Worse, they range from children like themselves, barely safe to swim on 
their own, to established age group athletes sometimes twice their size, 
attempting to show off their skills during warmup and impress with their 
confident and comparatively competent turns, ramming full speed into 
each wall! I started coaching in 1970 and in the 48 years since, we have 
managed zero improvement in this…and its not in novice meets alone…
I have witnessed some of the worst behavior in the warmup pools for 
world championships and Olympic Games, but at least there, the young 
people are all relatively speaking, a similar size and experience level! 
(note the word “relatively”….) 

 The average age group meet warmup is simply a nightmare. On my 
own team, we are going to purchase Hammer Head® Swim Caps to pro-
tect our entire novice groups (more than 50% of our team) in warmups 
AND in practice. Head injuries, even seemingly mundane bumps, are po-
tentially tragic. There is no longer a reason to “take a chance.” Hammer 
Head has given all swim coaches and parents anew tool to protect our 
athletes.  We should use it. Like goggles (which came in around the late 
60’s and early 70’s), the Hammer Head Swim Cap is a “no-brainer.” It very 
obviously makes swimming better and safer. 
 

I love the product. Here is my quote from last fall when the ASCA ac-
cepted Hammer Head as a new ASCA Commercial Partner….it tells the 
story in short form. 

 ASCA Executive Director John Leonard said, “Some products are intui-
tively and immediately obvious to you what they are for, what they provide 
your athletes and how good they are! Such is the case with the Hammer 
Head Swim Cap.  The first time I held one in my hands, I immediately decided 
that the “newest” percent of the swimmers in our team program would have 
these as required equipment, and I’d recommend it to the parents of the next 
percent.” Leonard continued, “our first responsibility to our new swimmers is 
to make sure they are safe in the pool. After watching age group swim meet 
warmups with horror for many decades, this immediately made sense to me! 
These are high quality swim caps that provide head protection while also 
being comfortable and a super long-lasting wrinkle free silicone swim cap.” 
Leonard concluded, “this product will serve every child who wears it and 
family who buys one. It will make every athlete safer and thus more confi-
dent in the water, and hence, the athlete can have more fun. It’s a winner and 
the ASCA is proud and happy to add Hammer Head to its list of Partners”. 

            I hope you will join me in welcoming Hammer Head to the Swim 
Team world and help protect each and every one of our precious athletes. 
All the Best, John Leonard

www.hammerheadswimcaps.com

HammerHead – Protecting Our Athletes. 

Honeycomb Impact Technology®

To place an order visit 
www.hammerheadswimcaps.com 
or for team or bulk orders call 1-888-842-515 
to be connected with a local 
Hammer Head sales representative.



49 | ASCA NEWSLETTER ASCA NEWSLETTER | 49



50 | ASCA NEWSLETTER ASCA NEWSLETTER | 50

PARAGON TRACK START PLUS+
MODULAR BY DESIGN, CUSTOMIZED TO YOUR FACILITY

TOPS: Impervious to corrosion. Cross-grooves enhance 

drainage for the most solid start. Non-skid sand-top finish  

is standard. No heat from the sun gets stored.

ANCHORS: Zero movement allowed via tool-less clamping. 

Wedge assembly is easily removed and stored in an anchor.

GRAPHICS: Unparalleled durability and appearance.  

Sand finish is applied to alternating colors in logos.  

Can be applied to a Track Start Plus+ Back Plate.

Call us today to discuss your custom solution.

pentair.com/paragon
888.534.7946

©2019 Pentair Water Pool and Spa, Inc. All Rights Reserved.

SERIOUS PRODUCTS
FOR SERIOUS SWIMMERS

POWER + LEVERAGE = ULTIMATE STARTING SYSTEM


