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Introduction
This chapter begins by asking, ‘What do SCCs know and do?’ We examine the everyday 
sociological life of an SCC, their common practices and interactions, and consider typical 
duties, tasks and expectations. In the chapter we discuss the importance and typical pathways 
of professional socialisation, a process that reinforces the need to integrate diverse forms of 
knowledge and to understand the influence of social forces, when making professional deci-
sions. Following on from this theme, we discuss the need to broaden the scope of what we 
consider as professional competence. We argue that a better understanding of pedagogically 
informed reflective practice will in turn contribute to professional development and encour-
age SCCs to strive for professional excellence.

Part 1: pedagogical case
Over the past 30 years, the numbers of S&C coaching staff in Major League Baseball (MLB) 
have been steadily growing. Whereas teams used to have just one SCC for their major league 
team and one for all of their minor league squads, it’s now commonplace for teams to have a 
full-time SCC at each minor league affiliate team, often one to three minor league coordina-
tors and Latin American coordinators, and one to two SCCs for the major league team. As 
staff numbers increase, so does the importance of coach education, development, and human 
resource management. One MLB team, the Denver Pios (fictitious), has a staff of eleven 
coaches – let’s take a peek at the profiles and experiences of some of these coaches, and the 
implications they might have for coaching competence and development.

The newest SCC for the Pios is Lorelei, a 21-year-old female who is completing an 
approved internship with the team. She is a senior in the final year of her undergraduate 
degree in exercise science at a nearby university. Lorelei is excited for the opportunity to 
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intern with the team; she is the team’s first-ever female SCC. Lorelei has completed two 
years of coursework in liberal education, but she took electives in biology to help with under-
standing the body’s systems and structures. In her exercise science coursework, she has com-
pleted rigorous scientific courses on exercise physiology, biomechanics, nutrition, chronic 
disease and ageing, S&C essentials and programme design, research methods and statistics. 
Lorelei learned the fundamentals of using force plates, blood draws and exercise technique 
through the laboratory courses that she completed. Her four years as a starter on her school’s 
volleyball team provided her with extensive resistance training experience as a participant, 
nicely complementing her theory courses.

Lorelei is eager to make a good impression and show the male coaches that she too can 
coach. She secretly worries that she will not be respected and wonders if the professional 
baseball players will listen to her and do as she tells them. After the first week of being with 
the team, she was surprised by the explicit language being used around the clubhouse and 
baseball field – cussing and yelling – these were not styles of communication that she had 
experienced in her degree programme or with her volleyball team! Lorelei was also surprised 
at the lack of mentoring type conversations she was receiving from the more experienced 
SCCs. When she asked one coach why they weren’t doing any Olympic lifts, as she had 
learned that they’re the best lifts for improving power, he had brusquely replied, ‘Not now. 
Talk later. Go coach.’ Having received such a curt response, she is now not sure who to 
approach with her questions regarding why the prescribed exercise intensity is around 60% 
for 8–10 reps, which she has been led to believe is a bit too easy for strength and power 
development. Her volleyball squad would never have lifted so light!

In the absence of quality conversations, and in the presence of prevalent, albeit question-
able, communication styles, Lorelei decides that she will also be tough and demand respect, 
but she won’t resort to the cussing and yelling she often hears. One of the positive things 
that occurred on the communication front was that Lorelei was assigned to work through the 
training sessions with four of the rookies from the Dominican Republic. Fortunately, Lorelei 
had taken a couple of years of Spanish in high school and remembered some of those words, 
as well as learning new ones by conversing with players during workouts. She has gained 
some satisfaction from the challenge of coaching in Spanish which she believes has tested 
and improved her instruction and communication abilities.

John is another SCC for the Pios and completed his internship with the team two years 
ago. He’s now entering his third full season with the team and has just picked up a health and 
benefits package, which is a huge win for him. He no longer has to worry about health insur-
ance, but he still barely gets by with his routine expenses like housing, food and student loan 
repayments. For the first two years he was a seasonal employee, which meant he coached 
during spring training and worked with the lowest-level rookie team for about eight months 
out of the year. In the off-season John would work at a local performance centre training 
athletes and a range of other clients. John’s degree was in kinesiology and he started off as an 
athletic training major before switching to S&C, so he ended up enrolling in a care and pre-
vention of athletic injuries course. He thinks most SCCs don’t really understand mechanisms 
of injury and how to prevent them. John and Asher (the minor league coordinator) disagree 
on the efficacy of overhead lifting for baseball players and how best to design programmes 
for rotator cuff strengthening. Instead of stepping on Asher’s toes, John has taken up an inter-
est in speed and agility training. This past off-season he took a one-day course on sprinting 
and enrolled in an online agility course that also offered continuing education, credits that he 
requires to maintain his certification in S&C. When John was the SCC for the rookie teams, 
he primarily worked with late adolescents aged 18–21. For a lot of the players, it was their 
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first time away from home for an extended time. John thought they all lacked discipline and 
most of them wouldn’t get promoted because of it. Too often they would stay up late play-
ing video games, chasing women, drinking alcohol or some combination of all three. When 
asked by the rookie team’s head baseball coach why the player’s looked so tired, John did not 
hesitate in placing the blame squarely back on the players and their lifestyles.

Asher, a 33-year-old male, is entering his sixth year with the Pios, which is the third team 
he has worked with. Since taking over the minor league system, Asher has totally revamped 
the S&C programme. He completed his college internship with a popular personal trainer 
who worked with a lot of professional baseball players during the off-season. When Asher 
started coaching with the Pios, he was allowed to do his own programming and coaching, so 
he mimicked what the personal trainer did. There were some things Asher really liked that 
the trainer did, but he also found that coaching one-on-one or in small groups, and during 
the off-season, was much different from coaching with a team and during pre- and in season. 
As such, Asher took a much more contextual and development approach to working with the 
minor league athletes.

Asher would love to experiment a bit more with conditioning methods but is fearful of 
losing his job by trying out new ideas, regardless of their evidence and his own critical evalu-
ation of training, technology and the latest research. He’s found that the organisation doesn’t 
encourage innovation, and he has become a bit risk-averse, keeping many of his ideas to 
himself. A few years ago, in an attempt to satisfy his desire to keep learning, Asher commit-
ted to learning to speak Spanish, and he has also taken an interest in sport psychology. He 
likes that he can study effective coaching behaviours, communicate with players better in 
their native language, and he’s become a strong proponent for mindfulness. While he enjoys 
mentoring the new interns and junior coaches and sharing some of his new learning, Asher is 
amused by, and dismissive of, Lorelei’s talks about kettlebell training and her use of them in 
her own workouts. He never learned much about those things when he was at the university 
and wonders how they came back into style. Asher worries about how things like these come 
and go in the field, and how social media is used to promote ‘the latest methods’, making all 
sorts of grandiose claims about what works and why. He wonders why his colleagues don’t 
share his scepticism of what he calls ‘self-promoters looking to grow their brand and sphere 
of influence’.

Scott has been the head SCC for the Pios for 27 years. The team has had only one head 
SCC prior to Scott, but he lasted only a year before the organisation fired him. According to 
the rumours, he was fired because ‘his people skills sucked’. Scott started out as a physical 
education teacher and a football, baseball and golf coach. As the field of S&C rapidly grew, 
he took at a job at a local university coaching baseball and serving as the head SCC. Scott 
can rapidly correct any athlete’s exercise technique, write periodised S&C programmes in 
his sleep and has the credibility and institutional history of a living legend in the field. Scott 
finds most S&C boring nowadays. He’s seen kettlebells come, go and come back again. He’s 
heard all the best coaches and the charlatans and phonies, and has seen the use of technology 
and data grow exponentially. But injuries continue to occur and athletes still periodically 
underperform, and he has come to the realisation there are no guarantees for complex ath-
letes and systems.

At 54 years old, Scott is thinking about retiring from the field and trying other things. 
One of the things holding him back is his concerns about a succession plan for the SCC pro-
gramme. He does not have a lot of confidence in any of his assistants being able to assume 
leadership of the programme. They are all good practitioners, but he worries about their pro-
fessionalism and their broader understanding of S&C in the Pios environment. They all seem 
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fixated on what to do and how to do it. He expects Lorelei, along with every intern before her, 
to want to ask a million questions about programme design and the latest gadget to purport-
edly enhance performance, but like the veteran ball players, he knows only too well that if 
something were really that effective, they’d have already done it by now.

As a veteran SCC, Scott knows all too well the importance of energy systems and muscle 
activation. For years he’s been preaching about other aspects such as relationships, address-
ing athletes one-on-one, not jumping to conclusions about what works, when, how and why, 
and the importance of valuing athletes as people. He wonders whether he could have been 
a better mentor to his staff and encouraged them to think more about the people and better 
decision making.

Part 2: commentary
This chapter is underpinned by an understanding that becoming a competent SCC profes-
sional is a process enmeshed with moral, ethical and societal concerns. Given this, what fol-
lows does not resemble a ‘how to coach’ list. In Chapter 3 we pointed out that one stimuli for 
problem setting is a desire to develop as a professional. We supported the suggestion made 
by Lawson (1984, 1993) that to understand the process of setting a problem, it is useful to 
reflect on how problems are named and framed. A significant influence on how we frame 
problems is our socialisation, because previous experiences will influence what we view to 
be, or not, a problem.

How does socialisation influence the development  
of a competent S&C professional?
Whereas S&C is a relatively new profession, discussions of socialisation in the contexts of 
education and physical education have occurred for decades (see Andrew et al., 2017; Law-
son, 1983a, 1983b; Lawson & Stroot, 1993; Lortie, 1975; Zeichner & Tabachnick, 1981). 
Despite the origin and age of much of this literature, we believe there is some merit in mem-
bers of the S&C community heeding some of the lessons from this literature, particularly if 
the profession wants to encourage reflection on the process of developing competent S&C 
professionals and understanding how SCCs learn the values, behaviours and expectations 
associated with the profession.

Lawson (1983a, 1983b) named three phases of socialisation: acculturation, professional 
socialisation and organisational socialisation. Drawing on examples from education, Lortie 
(1975) explained that acculturation, or ‘apprentice-of-observation’, has significant influences 
on the development of becoming a teacher because future teachers, as pupils in schools, have 
over the years spent thousands of hours watching what teachers do and say. As a conse-
quence, potential teachers develop assumptions about what it is that a teacher does, which 
may indeed be flawed because of the limited insight into what teachers do behind the scenes. 
While the ‘apprentice-of-observation’ for a budding SCC is not as lengthy as those of future 
teachers, we contend that athletes will have witnessed SCCs in action and have developed 
some assumptions about, and understanding of, what is required to be an SCC. An indi-
vidual’s belief that they can meet the requirements of being, for example, an SCC has been 
described by Lortie (1975) as a person’s ‘subjective warrant’. From our pedagogical case 
we get a sense that Lorelei has been inspired to pursue S&C based on her collegiate sport 
experiences. She has a concept of what an SCC should look like, how they should behave 
and practice. We also have the example of Asher replicating the methods and persona of a 
high-profile SCC.
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The second phase of socialisation is ‘professional socialisation’, which can also be referred 
to as ‘pre-service training’ (Lawson, 1983a, 1983b) and in the case of education occurs in 
teacher training programmes most often connected to tertiary training institutions. In these 
programmes the future teacher is introduced to current knowledge, skills and evidence-based 
initiatives. While S&C associations have accreditation processes that focus primarily on 
functional competence (see Chapter 2), increasingly more SCCs are gaining tertiary quali-
fications in programmes that take a research-informed and evidence-based view of S&C. 
While there appears to be no S&C literature that has explored the effectiveness of the ‘pre-
service training’ of SCCs, the evidence in the education and physical education context sug-
gests that pre-service training for future teachers has a limited effect and does little to change 
the belief systems they developed in their ‘apprentice-of-observation’ (Cassidy & Tinning, 
2004). John, in our pedagogical case has a well-developed theoretical knowledge base of 
athletic injury and injury etiology. Without any direct experience in the realities of sport 
and conditioning for injury prevention, John has ideological concerns about the practices 
of Asher, a more experienced SCC. Although John is entering his third season with the Pios 
organisation, he has not had the opportunity to test his knowledge and understanding, and 
we get a sense that he is holding on to his evidence-based ideologies on injury prevention.

The third phase of socialisation is ‘organisational socialisation’, also known as induction, 
and is keenly felt by new teachers in the first three years of employment (Stroot & Ko, 2006). 
It is during this time that new teachers regularly interact with pupils, other teachers, senior 
managers (e.g. principals), administrators, parents and sports coaches within and outside of 
the school respectively. All these ‘stakeholders’ play a role in what the new teacher says and 
how they do it (Cassidy & Tinning, 2004). In the context of S&C, while the organisational 
socialisation literature does not currently exist, the anecdotal evidence does suggest that 
those new SCCs, who have been encouraged to question the status quo in their pre-service 
training, face an environment that does little to support them to ask ‘why’ questions. The 
‘stakeholders’ in many S&C environments are content to continue to focus on the ‘what’ and 
the ‘how’, and new SCCs are encouraged to do so as well. This apparent reluctance of exist-
ing SCCs to nurture the new SCCs’ curiosity and willingness to experiment with new ideas 
illustrates what Schempp et al. (1993) identified, albeit in the context of physical education 
teacher education programmes, that often many new teachers (or in this case, SCCs) aban-
don what they learnt in their pre-service teacher programmes because of the reality shock 
of the school environment. The cussing and yelling and training methods were at odds with 
Lorelei’s assumptions regarding S&C. The practice of abandoning what they had previously 
learnt is what Zeichner and Tabachnick (1981) called the ‘washout effect’. This effect can 
be lessened if the new professional enters an environment which is supportive and rewards 
curiosity.

For example, Lorelei has unresolved questions about her resistance training assumptions, 
so her opportunities for timely learning is limited within the current organisational structure. 
Within the Pios organisation there are undoubtedly sound rationales to support why they 
resistance train a certain way, or how best to protect players’ shoulders, but these are not 
being readily communicated across the staff. Lorelei will coach as she is told, but there will 
be some inevitable ‘washout’ of her theoretical understandings. This can have a flow on 
effect in that SCCs who are not ‘in the know’ will fear being exposed for not knowing, will 
avoid a particular area in order to save face or, to avoid conflict, may seek an alternate niche 
within S&C. Sharing information and reasoning provides opportunities for the whole S&C 
staff to reflect, discuss critically and contribute to mutual professional development.

A significant challenge faced by all professions, especially those that experience a ‘wash-
out effect’ (Zeichner & Tabachnick, 1981), is to be able to relate to an increasingly diverse 
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world. An example of that diversity is reflected in the 2013 New Zealand (NZ) census, which 
identified NZ as being home to more than 200 ethnic groups with 160 languages spoken 
(New Zealand Internal Affairs, 2019). A 2011 England and Wales census found that 80% 
of the total population identified as White British, yet only 45% of the population living in 
London identified as such (Institute of Race Relations, 2019). In an education context in the 
United States, Flory (2017) noted that earlier research documented that in the 2012–2013 
academic year ‘nearly 49 percent of K-12 students in the U.S. identified as Black, Hispanic, 
Asian/Pacific Islander, American/Alaska Native or multi-racial’ (p. 162). Yet, this diversity 
was not reflected in those teaching in US public schools, where 83% of the teachers identify 
as White Americans. Even if prospective teachers in pre-service training learn initiatives, 
such as culturally relevant pedagogies which aim to engage with diverse student populations 
(see Azzarito & Simon, 2017; Flory & McCaughtry, 2011), it is possible that the new teach-
ers, especially those who go to work in urban (and more diverse) communities, and who are 
not supported, will experience a ‘washout effect’ and will struggle to engage with students 
who are culturally, ethnically and socioeconomically very different from them. A conse-
quence of this ‘cultural clash’ can be disengagement and burnout (Flory, 2017).

Education programmes taken by aspiring SCCs typically assume that such professionals 
will be interacting with a largely homogenous and compliant client base that will respond in 
consistent and predictable ways to interventions. A supportive environment that encourages 
critical enquiry will go some way to minimising the possible ‘washout effect’ and potential 
disillusionment with the chosen professional pathway. In our pedagogical case, Scott hints of 
supporting this personally but perhaps not sharing that support collectively.

If we look at the make-up of the attendees of S&C conferences, review the S&C literature 
and map the S&C field (see Chapter 2), it does not appear that understanding diversity is 
prioritised. Yet, if SCCs are working in urban populations, at least in the USA, the UK and 
New Zealand, they will be working with diverse populations. So, if SCCs genuinely desire 
to engage with all their athletes, then the SCCs face a real challenge to become more cultur-
ally competent (see Chapter 3). Lorelei and Asher have both taken steps to be able to com-
municate better with the organisation’s Latin American players, and those conversations will 
likely teach them more about these players than simply knowing Spanish words and phrases.

Broadening the scope of what constitutes competence  
in strength and conditioning
In Chapter 2 we highlighted the challenges that have arisen over an increasing focus on com-
petence, one of which was focusing on professionals having the ‘ability to do things’ (func-
tional competence). According to Frelin (2013) the ability to do one thing is never enough 
in highly dynamic professional situations where ‘educational judgement’ or ‘professionality’ 
is required (p. 6). In this chapter we still engage with ideas of competence in a way that we 
consider supports and gives recognition to those professionals who do use their ‘educational 
judgement’ or ‘professionality’. We consider it important for SCCs to be not only competent 
but also able to display ‘educational judgement’ because, as Biesta (2016) pointed out, albeit 
in an education setting, ‘a teacher who possesses all the competences . . . but who is unable 
to judge which competence needs to be deployed when, is a useless teacher’ (p. 130).

Many proposed models of professional competence (e.g. Quinn et al., 1996) come from 
business applications. Yet Collins (2006) has challenged the view that the ‘primary path to 
greatness in the social sectors [which we argue include many contexts in which SCCs work] 
is to become “more like a business” ’ (p. 1). He argued that ‘[w]e need to reject the naïve 
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imposition of the “language of business” on the social sector, and instead jointly embrace a 
language of greatness’ (p. 2). One way to do this to recalibrate what success looks like with-
out using business metrics. According to Collins, a ‘great’ business or social sector organisa-
tion ‘is one that delivers superior performance and makes a distinctive impact over a long 
period of time’ (p. 5, emphasis added). While there will never be one perfect indicator to 
illustrate greatness, Collins contends it is important to settle ‘upon a consistent and intel-
ligent method of assessing your output results and the tracking your trajectory with rigor’ 
(p. 8, emphasis in original).

Another challenge with subjecting professional disciplines to business models is the 
common strategy of attempting to standardise and routinise the work of the professional 
(Ponnert & Svensson, 2016). These authors characterise this as a shift from occupational 
to organisational professionalism, with a resulting fragmentation of duties and a loss of 
discretion and decision making (Ponnert & Svensson, 2016). We get a sense in our peda-
gogical case that delineation of roles and duties is restrictive for someone like Asher, who is 
described as unwilling to move beyond his assigned roles and duties. Fragmentation of the 
Pios S&C work environment may be seen as being efficient organisationally but may not be 
particularly conducive to personal and shared professional development.

One of the outputs that SCC organisations could track is the diversity of their workforce 
and client base. Once that baseline data has been determined, either locally, nationally or 
globally, then SCC organisations can make plans to become great and work in ways that 
value diversity and inclusion. Consistent with Collins’s view of what makes a great business, 
Kirk Hope (2019), the CEO of BusinessNZ, observed that some leaders are recognising 
diversity and inclusion as being ‘important for our social and economic future’, noting that a 
diverse society enables a range of perspectives, ideas and skills to come to the fore but also 
requires leaders to increase their cultural competence.

Another way SCC organisations could encourage ideas and practices to flourish and chal-
lenge the dominance of the orthodox business models is by focusing on developing excel-
lence. There are many ways of conceptualising and discussing excellence, two of which are 
via ethics and organisations. In discussions on virtue-based ethics in the sporting context, 
McNamee (2011) suggested there is some merit in pursuing the development of ‘good people 
living good lives’ (p. 33). He went on to say that the pursuit of eudaimonia (human wellbeing 
or flourishing) is worthwhile because we prefer people keep to the rules, not because they 
fear they will be punished if they get caught, but because they want a contest that is ‘fair 
and an equal test of relevant abilities and powers’ (p. 33). A perceived difficulty with such a 
position, especially when living in this diverse world, is there is no universal understanding 
of what constitutes a ‘good life’. Yet McNamee (2011) contended that we can view a ‘good 
life’ as

one that is lived in accordance with virtue against a given background. . . . . Arete (excel-
lence) is that which enables persons to achieve their telos (proper end) of flourishing, yet 
arete is also an ingredient of the attainment of that goal at the same time.

(p. 33)

An important point here is that what constitutes a ‘good life’ or ‘excellence’ is not universal; 
rather it is judged against a ‘given background’. Consequently, a focus on developing excel-
lence could be one way to engage more broadly with the ideas of competence, recognising 
that judging excellence and competence is influenced by the context in which it occurs and 
therefore the judgement requires flexibility and ‘professionality’. In our pedagogical case, 
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John is unimpressed with the ‘professional sport ethic’ of the rookie players that he is work-
ing with, mainly because of the impact on training outcomes. He could reframe his approach 
with these young athletes and find ways to subtly educate players about how to live and 
behave as a flourishing and excellent collective.

When discussing excellence in the contexts of organisations, which operate in an increas-
ingly diverse world, Burke (2011) drew on psychological literature to argue that performers, 
and those working with them, have to adapt to working in rapidly, and continually, restruc-
tured landscapes. To be successful in such an environment, she made a case that people 
in organisations can ‘no longer be parochial in their thinking. They must take account of 
changes in the wider environment likely to impact upon their work’ (p. 100). For example,

[t]he top-down ‘rational’ approach to organizational structure is not adequate in this new 
context. . . . Management no longer represents the exclusive control of resources and 
information. Individuals have choices about where they focus their attention, how they 
behave and with whom they want to work. Increasingly, important decisions are arrived 
at through informal means via loosely configured networks of individuals, focused 
around common aims, coalitions or activities as the decision-making capability is dis-
persed more evenly throughout the organization.

(Burke, 2011, p. 100)

Socialising less experienced SCCs into the profession and an organisation is an important 
part of developing an effective staff. Schwab and Starbuck (2016) use two useful analogies 
to describe ways to support professional development and collegiality. They suggest that 
‘[i]t is helpful to have companions when you walk an untrodden path’ (p. 169), and argue 
that ‘[s]ometimes individuals have unique insights that astound others; sometimes collabo-
rators challenge each other or counteract missteps; sometimes teamwork is the only way 
to make progress’ (p. 169). In our pedagogical case, Lorelei’s questions and Asher’s ideas, 
if shared across the SCC staff, could stimulate more critical thinking and discussion to the 
benefit of individuals and the organisation. An other analogy, used by schwab & Starbuck 
(2016, p. 171) is that ‘[m]ultiple expeditionary patrols are better than an army for opening 
up a large and diverse territory’ which encourages staff to explore new and well-reasoned 
methods, and to lead the S&C programme in new directions. While such actions may be 
perceived as a threat to the integrity of a programme, our pedagogical case demonstrates 
that a static and siloed programme can provoke different and often destructive responses 
in individual staff.

Summary
Entering the S&C profession is not as simple as obtaining a formal qualification; one of 
the professional developmental challenges is being aware of the need for, and the value of, 
appropriate socialisation. Constructive socialisation can assist a novice professional to iden-
tify and self-audit against the key professional competences in S&C. A subsequent challenge 
is to securing work environments, experiences and mentoring that will provide for effective 
socialisation into the profession. In this chapter we have suggested that many neophyte SCCs 
enter into S&C having passed through the first phase of socialisation – being acculturated – 
having personally experienced S&C and formulated an understanding of what they believe 
S&C involves and requires. The second phase, professional socialisation, is commonly 
accessed through study, often directed by the signature pedagogies of the profession, and 
typically involves accumulating untested knowledge, theories and skills. The third and final 
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phase, organisational socialisation, introduces SCCs to the realities, vagaries and nuances 
of professional practice. Within this chapter we encourage SCCs to embrace the broadening 
scope of practice, resist attempts to fragment and routinise their professional roles and con-
stantly seek ways to flourish within a professional culture of excellence.

End of chapter tasks
1 Create some sort of visual (e.g. concept or mind map, coloured sticky notes, chronol-

ogy) that charts key experiences, such as schooling, courses, experiential learning, (in)
effective mentors, that show how you learned to coach. After you’ve created this visual, 
enhance your understanding by: reflecting on your trajectory, come back to it after a 
week or two and see what stands out or what you now realise was omitted, or ask others 
to comment and engage them in dialogue.

2 Use Flory and McCaughtry’s (2011) three-step approach explained in the chapter to 
inform how you can implement a culturally relevant pedagogy within your S&C setting, 
or a hypothetical setting where you would like to work.

3 In the coaching science research, scholars often cite the example of former Univer-
sity of California, Los Angeles (UCLA) head men’s basketball coach John Wooden, a 
10-time NCAA Division I champion, as an exemplar on reflective practice and continu-
ous learning. At the end of every season, Wooden would identify one aspect of coaching 
to improve upon and rigorously study it throughout the next year. Identify one highly 
essential aspect of your coaching to improve upon over the next year that will improve 
your coaching. You might also create a list for the next 5, 10, 15+ years where you fore-
cast one thing to learn deeply every year. Over the years you could also revisit this list 
to see if it has changed and ponder why this might be the case.

4 Part of developing a profession is identifying what, and to what extent, knowledge, 
skills, and attitudes should be required. Alone, with a peer, or perhaps a class of students 
or group of coaches, identify, categorise, and rank what you think all SCCs should know 
and be able to do.

5 Identify one or more of the following: popular S&C textbooks, websites of leading S&C 
organisations, the social media accounts of S&C organisations or ‘celebrity’ coaches 
or scientists in S&C, or clinic and conference proceedings and materials. Next, review 
the material(s) with the aim of pointing out any patterns: What knowledges or practices 
are dominant? What are some things they do not talk about? Speculate as to why these 
knowledges and practices became popular or hidden or obscured.
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