
JOURNAL OF SPORT PSYCHOLOGY IN ACTION
, VOL. , NO. , –
http://dx.doi.org/./..

Integrating sport psychology within a high-performance
team: Potential stakeholders, micropolitics, and culture

Trey McCalla and Sean Fitzpatrick

John F. Kennedy University, Pleasant Hill, California, USA

KEYWORDS
Applied sport psychology;
culture; high-performance
culture; high-performance
team; micropolitics

ABSTRACT
High-performance teams of various sport science professionals
working together to enhance performance are becoming com-
monplace in elite sport. Sport psychology professionals who
desire to work within these groups, often referred to as high-
performance teams, need to be prepared for the demands of
a team-based performance enhancement setting. This article
addresses the important factors to consider when integrating
sport psychology within a high-performance team. The potential
stakeholders are discussed, as are micropolitics and culture. The
article closes with implications to assist in the ease of integrating
sport psychology within a high-performance team.

In his 1997 article titled, Sport Psychology Service to the United States Olympic
Festival: An Experiential Account, Dr. Andrew Meyers relayed:

At an organizational level, there exists little respect for what we do. Recently, I was told
a story that (true or not) illustrates all too well this sad point. An influential owner of a
professional sports team asked the Olympic Training Center Sports Science people to put
together a team of consultants to work with his team during the preseason. At the last
minute, the owner canceled the psychologist member of the consulting team and said, “I’ll
handle that part myself.” This is the same burden that applied sport psychologists have
carried for generations—most people seem to believe that anyone can offer helpful counsel
to those in need. So why should anyone, or any organization, expend precious financial
resources on sport psychology? In some sense, this is a turf battle; we are the new kid on
the block and all the houses seem to be occupied. (p. 466)

Nearly 20 years have passed since that passage was written, and it is important
to reflect and ask ourselves, has anything changed? It is not a question that can
be merely answered with a yes or no; nor can it be truly quantified and explained
in black and white terms. Many professionals prior to and after 1997 have experi-
enced a situation much like Meyers described (Owton, Bondy, & Tod, 2014). Sport
has grown into a multibillion dollar industry and with this growth comes addi-
tional pressure for athletes, teams, and organizations to perform. With the goal of

CONTACT Trey McCalla treymccalla@icloud.com Department of Sport Psychology, John F. Kennedy University,
 EllinwoodWay, Pleasant Hill, CA , USA.
©  Association for Applied Sport Psychology

http://dx.doi.org/10.1080/21520704.2015.1123208
mailto:treymccalla@icloud.com


34 T. MCCALLA AND S. FITZPATRICK

achieving the highest levels of performance, organizations and teams are hiring a
growing number of professionals to work with their athletes. It is not an uncommon
sight when watching a college or professional basketball game to see just as many
staff members wearing suits and ties on a bench as there are players. Along with
what are often considered traditional roles, such as strength coaches, nutritionists,
and specialized positional coaches, professionals from other fields are increasingly
finding employment in sport—for instance, biomechanical specialists, sleep experts,
and statisticians. These various professionals often work together as part of a high-
performance team (HPT). Sport psychology professionals (SPPs)whodesire towork
at the highest levels of sport are finding they need to learn to work as a part of these
HPTs (Gustafsson, Holmberg, & Hassman, 2008; Reid, Stewart, & Thorne, 2004).
If SPPs cannot make their value known, then it is very possible the experience Dr.
Meyers had nearly two decades ago will persist—the potential role of the SPP will
be ignored, or filled by members of other disciplines.

The value of a working on aHPT is that it lends to the benefit of the client by hav-
ing experts from multiple disciplines working collectively to create an action plan
that mirrors the desire of the client, whether that client is an individual athlete, a
team, or an organization. Ideally, the various professionals work within their com-
petency and donot venture outside of their respective scopes of practice.Whendone
well, a synergy exists among the various professionals as they work together to aid
the client in reaching his or her potential: communication is clear, goals are known
and shared by all parties, and the parties believe in the value of not only their own
services, but the services of their colleagues as well.

Work within such HPTs has been discussed previously, often in regards to injury
recovery (e.g., Wiese-Bjornstal & Smith, 1999). Injury recovery is an ideal setting
for collaborative work, as the experiences and needs of the athlete—be they physical
needs, emotional needs, or logistical needs—require the competencies of many pro-
fessionals (e.g., athletic trainers, medical doctors, and specialists, as well as SPPs).
Along these lines, Gustafsson, Holmberg, and Hassman (2008) discussed a success-
ful experience of working as a HPT for an athlete recovering from underperfor-
mance. In this case, using psychological measurements administered by the SPP on
the HPT proved to be effective for measuring overtraining and led to the suggestion
of using the psychological measures as an indication of maladaptive training.

Working within a HPT is not without its challenges. Developing a shared vision
and working model, developing trust, creating an atmosphere in which change is
expected and viewed as necessary, encouraging open communication, and clarifying
roles are a few of themany challenges thatmay exist (Reid, Stewart, &Thorne, 2004).
Implicit and explicit pressuremay exist among themembers of aHPT to differentiate
oneself, or one’s profession, from other service providers. This can become an issue
because by trying to differentiate oneself professional boundaries become blurred
and discomfort, anxiety, and anger can arise within the HPT (Frost, Robinson, &
Anning, 2005). Organizational or structural issues might also be present (Meyers,
1997). It is crucial SPPs understand the various levels of organizational culture, the
culture of the entire organization they are working for (Fletcher &Wagstaff, 2009) as
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well as the culture, or subculture, of the HPT itself (Cruickshank & Collins, 2012b).
Understanding these important constructs helps to ensure that the strengths of the
HPT are utilized, and protects from potential negative outcomes such as role ambi-
guity and role conflict.

The purpose of this article is to further explore the elements of a HPT. Keeping
the opening statement in consideration, first the potential stakeholders found on a
HPTwill be examined with a focus on an often overlooked HPTmember. Secondly,
the concept of micropolitics will be defined and discussed. Thirdly, the importance
and influence of culture will be taken into account, and finally, future implications
for applied SPPs entering into a working environment with aHPTwill be addressed.

Potential stakeholders

With the ever changing dynamics in sport, professionals involved in a HPT are
changing as well. The inclusion of potential stakeholders of aHPT can vary based on
the sport, competition level, and available resources. Common professions whose
roles are generally well understood include: coach, physician, exercise physiolo-
gist, athletic trainer, physical therapist, strength coach, and dietician/nutritionist
(Gustafsson,Holmberg,&Hassman, 2008;Wiese-Bjornstal& Smith, 1999). Increas-
ingly, other professionals are being included. Collins, Moore, Mitchell, and Alpress
(1999) mentioned the presence of biomechanists, match analysts, and lifestyle con-
sultants. In addition, the inclusion of technology professionals who are responsible
with handling biofeedback devices or other technologies being used to promote per-
formance is becoming more common. Within many sporting environments, there
is one member not often considered but of upmost importance, and that member
is the agent. The use of the term agent within this article is used as a generic title to
represent personswith titles ranging fromagent, teammanager,marketingmanager,
or handler. The agent can be a person involved internally within an organization on
behalf of an athlete, or someone representing the athlete separate from the organiza-
tion. With the exponential growth in the value of contracts, agents are continuously
aware of where and what their client (in this case, an athlete) is doing.

Contact and discussion with an agent is often done through a head coach or
other leadership role. However, the growing visibility of, and athletes’ reliance on
the agent, increases the likelihood SPPs and other members of the HPT will need to
interact with the agent. Itmay simply be to schedule appointments, or, the agentmay
desire or even insist on being present during various training activities. I (the first
author), experienced such an occurrence working with an elite sport organization.
The agent was the primary contact person for any discussion or planning regard-
ing an athlete. If an athlete came by the organization’s headquarters to train in the
gym, the agent had arranged it or was notified upon the athlete’s arrival. The agent
also frequently observed training. If an athlete was to be invited for a performance
camp, the approval of the agent was needed. The agent made arrangements for spe-
cific event participation and would travel to meet the athlete at such events. I also
discovered the agent frequently suggested the use of sport psychology services to an
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athlete and then arranged these important sessions. It was important the agent not
only understood my role, but also understood my value and knew how to convey
that value to the athletes. Given the common acceptance of agents within training
settings, SPPs may find the agent expects to be present during sessions with an ath-
lete. In these cases, it is imperative the athlete, agent, and SPP discuss and come to
a mutual agreement on when the agent’s presence is appropriate or not appropriate.

Micropolitics

Whenever two or more human beings are involved in some form of collective activ-
ity, public, private, formal, or informal, politics are involved (Potrac & Jones, 2009).
Burns (1961) argued that politics is the exploitation of both physical and human
resources to achieve more control over others, and thus creating a safer, more com-
fortable experience for the individual. The relevance of politics exists within a sport
organization as it consists of an intricate system of historically and socially con-
structed hierarchies (Fletcher, Hanton, Mellalieu, & Neil, 2012) and interactions
in such a complex organization determine system behavior in which relationships
between people become vital (Cruickshank & Collins, 2012a). In one of his most
famous publications, Dr. KenRavizza (1988) discussed the need to pay careful atten-
tion to the political organization as one of his three barriers to gaining entry with a
sport organization.

Cruickshank, Collins, and Minten (2013) also echoed Ravizza’s sentiment stat-
ing that to work successfully within a HPT there is a need to possess both a role-
focused and department-focused understanding of politics. With various orga-
nizational positions and stakeholders continually interacting, political structures
develop within, and around, a HPT. There is a need to not only understand politi-
cal structures, but also the concept of micropolitics. Micropolitics are the political
interactions that take place between social actors in organizational settings, such as
a sporting organization (Potrac & Jones, 2009). It is through the constant micro-
political interactions that political structures develop. A more in-depth definition is
described by Blase (1991):

Micro-politics refers to the use of formal and informal power by individuals and groups
to achieve their goals. In large part, political actions result from perceived differences
between individuals and groups, coupled with a motivation to use power and influence
and/or to protect… Both cooperative and conflictive actions and processes are part of the
realm. (p. 11)

Within a HPT, micropolitics affect the setting and achievement of goals. There
is an ultimate goal and purpose of improving the performance of clients, but each
professional has their own shared and private goals which often includes securing
and keeping one’s position. It is imperative SPPs consider micropolitics with regards
to keeping their job; however, it does not take precedence over the primary objective
to facilitate performance for the client.
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Potrac and Jones (2009) discussed how understanding micropolitics can lead to
avoiding conflicts with existing staff members. SPPs who preview how they might
develop a reputation, who can forge effective alliances (Reid, Stewart, & Thorne,
2004) that aid not only their goals but the goals of the entire HPT, and understand
the importance of being aware of the utility of micropolitics will be best prepared
for effective work within a HPT setting. The needs of the client(s) are paramount
for all SPPs, and the engagement in any political activities cannot interfere with, nor
take precedence over, the various ethical obligations such as confidentiality. Thus,
perhaps more so than many of the other members of the HPT, SPPs must balance
making sure their work is valued and understood by their fellow HPT members
while also ensuring they are adhering to their professional (American Psychologi-
cal Association, 2010; Whelan, 2015) and personal ethics. SPPs who can effectively
communicate their value can become an integral part of the day-to-day functioning
of a HPT (Neff, 1990).

Culture

High-performance culture

When orientating with, or currently working within a HPT, it is invaluable for a
SPP to understand how culture plays an integral part in how the HPT functions.
Cruickshank and Collins (2012b) define a high-performing culture as:

Shared values, beliefs, expectations, and practices across the members and generations for
a defined group…[and] prevail when the shared perception and action of elite team envi-
ronment members (a) support sustained optimal performance; (b) persists across time in
the face of variable results… and most importantly; (c) leads to consistent high perfor-
mance. (p. 340)

Keeping the above definition in mind will assist a SPP’s awareness of essential
components and illuminate how internal and external elements can impact high-
performing culture.

Internal elements can be broken down into three categories: artifacts, espoused
values, and basic assumptions (Schien, 2004). Artifacts are the most transparent
component, referencingwhat can be seen, heard, or felt. Though artifacts can be eas-
ily identified, the meaning is not always clear, therefore, many artifacts do not give a
complete picture. Espoused values show wants and desires of the organization and
their importance. Finally, at the deepest level of culture are basic assumptions—the
subconscious, almost thoughtless guides for members that produce a mental map
of what to pay attention to and how to react.

External elements in a high-performance culture need to be considered as well.
The leaders within an organization, because of their control and ultimate ability to
make decisions, are a critical external element of culture. Fans can have a significant
impact on team culture as their position is relative to generating financial, social,
and psychological capital. A final element is the media, with their ability to mediate
(or create) perceptions of the leader(s), fans, staff, and the performers (Cruickshank
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& Collins, 2012b, 2013). These external influences can have an impact on the per-
ception and functioning of not only the HPT, but the client. A SPP can be proactive
in educating all personnel in understanding how that impact can occur and how to
block out the distractions.

Culture change

With a HPT being a complex system, the continual process of interpretation, con-
flict, and activity produces ever-changing patterns of rule (Cruickshank, Collins,
& Minten, 2013). When change happens, it needs to be managed so that the opti-
mization of performance can remain paramount. Cruickshank and Collins (2012a)
described the idea of change management as a process that involves constantly
renewing an organization’s structure, direction, and capabilities to meet the internal
and external customers’ ever-changing needs. This idea is evident in the longitudi-
nal work of Gilmore and Sillince (2014) as they discussed institutional change and
ultimate deinstitutionalization of a HPT within an English Premier League club.
Their findings suggested that particular stakeholders can be responsible for how
high-performing culture is comprised. However, it is not necessarily in those stake-
holders’ interests to keep that culture alive upon their departure, thus creating tur-
moil and deinstitutionalization. It is during such change that members of a HPT
can experience emotional, behavioral, and attitudinal responses in various, distinct
stages (Wagstaff, Gilmore, & Thelwell, 2015).

During times of change in a high-performance culture, maintaining optimal per-
formance is not an easy task andwill unlikely be smooth and uncontested—as exem-
plified above (Gilmore & Sillince, 2014). Effective professionals need to not only
know the systems and structures of within a culture, but also which ones to apply,
modify, or terminate, when to do so, and they need to be able to decipher why one
direction is more valuable than another (Cruickshank & Collins, 2013).

Implications

To be successful working within a HPT, students of sport psychology and neophyte
SPPs need to become versed in more than just sport psychology theory. For this
to occur, it is essential to have more exposure and training in other organizational
dynamics. Doing so can have multiple positive effects. It can help to increase the
SPP’s competence in other domains. It can also help the SPP becomemore comfort-
able with other fields’ terminology, methods, and assumptions. Doing so increases a
SPP’s ability to interact effectively with other professionals. Graduate school is often
done in discipline isolation where many graduate students spend the majority of
their time around other students of their own discipline (Newswander & Borrego,
2009). Inherently, these individuals understand and value sport psychologywork. By
increasing their exposure to students and professionals of other fields, students will
grow comfortable with learning to translate what it is they do, and why it is impor-
tant, to members of other professions—a needed and potentially not often practiced
skill.
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Along these lines, Cruickshank and Collins (2013) expressed concern and asked
whether current programs are helping to produce SPPs that are equipped for the
challenges surrounding a HPT. Fletcher and Arnold (2011) further discussed the
need for SPPs to gain exposure and training in other academic disciplines and
broaden their competencies by studying areas such as occupational psychology,
organizational behavior, operations management, human resources management,
and team performance management. In gaining more exposure in different com-
petencies, SPPs can discover areas outside of traditional sport in which they can
facilitate performance, an idea that dates back nearly fifteen years to Gould (2002a;
2002b). A prime example is the work done by Jones (2002) whereby he reflected
upon his experience working in sport and the many commonalities that exist when
applying sport psychology principles to the business world. He mentioned the most
significant conclusion he found was organizational issues have the largest impact on
performance in both sport and business; an issue many SPPs may not have signifi-
cant training in. By seeking training and experiencewith culture and culture change,
professionals cannot only potentially unlock additional career pathways, theywill be
better able to function within complex performance environments such as a HPT.

When joining a HPT, there are often considerations to take into account regard-
ing confidentiality (Fletcher &Wagstaff, 2009; McCann, 2000), role clarity (Fletcher
&Wagstaff, 2009), and the referral process (Heaney, 2006). Certain teams and orga-
nizations may possess different expectations of the three above mentioned aspects
and it can cause confusion for a newly hired SPP. In these cases, the SPP has three
potential responses: try to change the team’s or organization’s expectations, change
their own expectations, or decide that the team or organization is not a fit and seek
employment elsewhere. Through education and well developed rational, the first
optionmight be attainable. All SPPs entering into a high-performance environment
should reflect on the second option. For instance, in regards to confidentiality, pro-
fessionals should preview the arrangements in which they would feel comfortable
and uncomfortable. Many sporting organizations expect the various professionals
of the HPT to collaborate and be open about the knowledge of the athletes they
possess. It is very likely in these environments that SPPs would be asked to share
their perceptions of, and even their conversations with, the athletes. If this is the
case, and the SPP has prepared for this setting, they canmodify their work with ath-
letes accordingly. They must ensure to not promise confidentiality when it cannot
be delivered. Alternatively, they could position themselves in an evaluative role for
the organization as opposed to a role of consultant for the athlete. In these situa-
tions the client becomes not the athlete, but the organization; an arrangement many
professionals would not be comfortable with. If this is the case, everyone is better
served if this is decided upon prior to the SPP beginning to do work. The SPP will
be saved the stress of wrestling with the situation, and the organization will be saved
the potential frustration of having a HPT member whose behavior does not align
with its expectations.

Another potential avenue for leveraging a HPT is to create private HPTs to assist
teams and organizations. These created and private HPTs can be used to bring
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high-performance approaches to a wider audience. Athletes at lower levels of sport,
including many colleges, do not have access to the various professionals and ser-
vices a HPT can provide. Hiring and developing a HPT can prove to be too costly
for these organizations. If these organizations could instead contract with an exist-
ing HPT, the cost could drop considerably. The HPT can afford to offer their ser-
vices at a rate less than the organization would face with an in-house HPT because
they can sign contracts with multiple organizations. Prior to the formation of such
a HPT, an athlete charter (Collins, Moore, Mitchell, & Alpress, 1999) can be cre-
ated by the professionals to address potential issues surrounding confidentiality,
ethical dilemmas, role clarity, and referral processes. In doing so, many of the con-
cerns SPPs have experienced in joining a HPT can be eradicated. An athlete charter
addressing role clarity within a HPT is of particular importance. Not only establish-
ing who is in charge of certain processes, but also designating a specific member
to be a lead role and distributor of information to an athlete. Gustafsson, Holm-
berg, and Hassman (2008) acknowledged and successfully integrated this point
within their HPT by designating the SPP, who is uniquely qualified to fulfill such
a role knowing the emotional distress athletes can experience (Mankad, Gordon,
& Wallman, 2009). Such a charter can then be presented to teams and organiza-
tions as a means of exhibiting philosophy, value, and the HPT’s conceptualization of
performance.

The world of elite-level sport and performance is ever changing. The value of
organizations continue to rise, and with this rise in value comes an increased desire
to identify means to increase performance. The search of enhanced HPTs have
become a common model of practice. Without developing means to become part
of such trans-disciplinary groups, and without knowledge on how to leverage the
benefits of a HPT, current and future SPPs may continue to find themselves in the
same predicament as Dr. Meyers (1997) described—sitting on the sidelines while
other professionals deliver similar services.

References

American Psychological Association. (2010). Ethical principles of psychologists and code of con-
duct. Retrieved from http://www.apa.org/ethics/code/principles.pdf

Blase, J. (1991). The politics of life in schools: Power, conflict and cooperation. Newbury Park, CA:
Sage.

Burns, T. (1961).Micropolitics:Mechanisms of institutional change.Administrative ScienceQuar-
terly, 6, 257–281. doi:10.2307/2390703

Collins, D., Moore, P., Mitchell, D., & Alpress, F. (1999). Role conflict and confidentiality in
multidisciplinary athlete support programs. British Journal of Sport Medicine, 33, 208–211.
doi:10.1136/bjsm.33.3.208

Cruickshank, A., & Collins, D. (2012a). Change management: The case of the
elite sport performance team. Journal of Change Management, 12, 209–229.
doi:10.1080/14697017.2011.632379

Cruickshank, A., & Collins, D. (2012b). Culture change in elite sport performance teams: Exam-
ining and advancing effectiveness in the new era. Journal of Applied Sport Psychology, 24,
338–355. doi:10.1080/10413200.2011.650819

http://www.apa.org/ethics/code/principles.pdf
http://dx.doi.org/10.2307/2390703
http://dx.doi.org/10.1136/bjsm.33.3.208
http://dx.doi.org/10.1080/14697017.2011.632379
http://dx.doi.org/10.1080/10413200.2011.650819


JOURNAL OF SPORT PSYCHOLOGY IN ACTION 41

Cruickshank, A., &Collins, D. (2013). Culture change in elite sport performance teams:Outlining
an important and unique construct. Sport and Exercise Psychology Review, 9(2), 6–21.

Cruickshank, A., Collins, D., & Minten, S. (2013). Culture change in a professional sports team:
Shaping environmental contexts and regulating power. International Journal of Sports Science
& Coaching, 8, 271–290. doi:10.1260/1747-9541.8.2.271

Fletcher, D., & Arnold, R. (2011). A qualitative study of performance leadership
and management in elite sport. Journal of Applied Sport Psychology, 23, 223–242.
doi:10.1080/10413200.2011.559184

Fletcher, D., Hanton, S., Mellalieu, S. D., & Neil, R. (2012). A conceptual framework of organi-
zational stressors in sport performers. Scandinavian Journal of Medicine & Science in Sports,
22, 545–557. doi:10.1111/j.1600-0838.2010.01242.x

Fletcher, D., & Wagstaff, C. R. D. (2009). Organizational psychology in elite sport: Its
emergence, application and future. Psychology of Sport and Exercise, 10, 427–434.
doi:10.1016/j.psychsport.2009.03.009

Frost, N., Robinson, M., & Anning, A. (2005). Social workers in multidisciplinary teams:
Issues and dilemmas for professional practice. Child and Family Social Work, 10, 187–196.
doi:10.1111/j.1447-0748.2004.00127.x

Gilmore, S., & Sillince, J. (2014). Institutional theory and change: The deinstitutionalization
of sports science at club x. Journal of Organizational Change Management, 27(2), 314–330.
doi:10.1108/jocm-02-2013-0022

Gould, D. (2002a). Sport psychology in the new millennium: The psychology of ath-
letic excellence and beyond. Journal of Applied Sport Psychology, 14(3), 137–139.
doi:10.1080/10413200290103455

Gould, D. (2002b). Moving beyond the psychology of athletic excellence. Journal of Applied Sport
Psychology, 14(4), 247–248. doi:10.1080/10413200290103536

Gustafsson, H., Holmberg, H. C., & Hassman, P. (2008). An elite endurance athlete’s recovery
from underperformance aided by a multidisciplinary sport science support team. European
Journal of Sport Science, 8, 267–276. doi:10.1080/17461390802195652

Heaney, C. A. (2006). Recommendations for successfully integrating sport psychology into ath-
letic therapy. Athletic Therapy Today, 11, 60–62.

Jones, G. (2002). Performance excellence: A personal perspective on the link
between sport and business. Journal of Applied Sport Psychology, 14(4), 268–281.
doi:10.1080/10413200290103554

Mankad, A., Gordon, S., &Wallman, K. (2009). Perceptions of emotional climate among injured
athletes. Journal of Clinical Sports Psychology, 3(1), 1–14.

McCann, S. C. (2000). Doing sport psychology at the really big show. In M. B. Andersen (Eds.),
Doing sport psychology (pp. 209–222). Champaign, IL: Human Kinetics.

Meyers, A. W. (1997). Sport psychology service to the United States Olympic Festival: An expe-
riential account. The Sport Psychologist, 11, 454–468.

Neff, F. (1990). Delivering sport psychology services to a professional sport organization. The
Sport Psychologist, 4, 378–385.

Newswander, L. & Borrego, M. (2009). Engagement in two interdisciplinary graduate programs.
Higher Education, 58, 551–562. doi:10.1177/0739456x04270368

Owton, H., Bond, K., & Tod, D. (2014). “It’s my dream to work with Olympic athletes”: Neophyte
sport psychologists’ expectations and initial experiences regarding service delivery. Journal
of Applied Sport Psychology, 26, 241–255. doi:10.1080/10413200.2013.847509

Potrac, P., & Jones, R. (2009). Power, conflict, and cooperation: Toward a micropolitics of coach-
ing. Quest, 61, 223–236. doi:10.1080/00336297.2009.10483612

Reid, C., Stewart, E., & Thorne, G. (2004). Multidisciplinary sport science teams in elite
sport: Comprehensive servicing on conflict and confusion? The Sport Psychologist, 18, 204–
217.

http://dx.doi.org/10.1260/1747-9541.8.2.271
http://dx.doi.org/10.1080/10413200.2011.559184
http://dx.doi.org/10.1111/j.1600-0838.2010.01242.x
http://dx.doi.org/10.1016/j.psychsport.2009.03.009
http://dx.doi.org/10.1111/j.1447-0748.2004.00127.x
http://dx.doi.org/10.1108/jocm-02-2013-0022
http://dx.doi.org/10.1080/10413200290103455
http://dx.doi.org/10.1080/10413200290103536
http://dx.doi.org/10.1080/17461390802195652
http://dx.doi.org/10.1080/10413200290103554
http://dx.doi.org/10.1177/0739456x04270368
http://dx.doi.org/10.1080/10413200.2013.847509
http://dx.doi.org/10.1080/00336297.2009.10483612


42 T. MCCALLA AND S. FITZPATRICK

Schein, E. H. (2004). Organizational culture and leadership (3rd ed.). San Francisco, CA: Jossey-
Bass.

Wagstaff, C. R. D., Gilmore, S., & Thelwell, R. C. (2015). Sport medicine and sport science prac-
titioners’ experiences of organizational change. Scandinavian Journal of Medicine & Science
in Sports, 25, 685–698. doi:10.1111/sms.12340

Whelan, J. (2015). Ethics code: AASP ethical principles and standards [Webpage]. Retrieved from
http://www.appliedsportpsych.org/about/ethics/ethics-code/

Wiese-Bjornstal, D. M., & Smith, A. M. (1999). Counseling strategies for enhanced recovery of
injured athletes within a team approach. In D. Pargman (Ed.), Psychological bases of sport
injuries (2nd ed., pp. 125–156). Morgantown, WV: Fitness Information Technologies.

http://dx.doi.org/10.1111/sms.12340
http://www.appliedsportpsych.org/about/ethics/ethics-code/


Copyright of Journal of Sport Psychology in Action is the property of Routledge and its
content may not be copied or emailed to multiple sites or posted to a listserv without the
copyright holder's express written permission. However, users may print, download, or email
articles for individual use.


	Abstract
	References

