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When Metaphor and Reality Collide: A Coach Negotiating Between Family and Forensics Bruce F. Wickelgren, Suffolk University Lisa P. Phillips, Otterbein College" Abstract



This study looks at the juncture between work and family specifically in the forensics community. A critical lens is used to view the power, hegemony, and ideology inherent in the manner in which an organization disciplines its members. A qualitative approach allows for a glimpse of the voices of members who have been affected by their work with various programs. Results reinforce current critical ideas present in the organizational communication literature and suggest forensics might need to reevaluate its unwritten rules. Conclusions suggest a better understanding of existing messages as well as the need for more visible role models who successfully balance work and family. Introduction



Many organizations create and (re)create metaphors to describe relationships within the groups of people that spend great deals of time and energy to accomplish organizational goals (see Hogler, Gross, Hartman, & Cunliffe, 2008 as an example). The forensics community has long used the family as a way to describe its particular view of organizational life (Gilstrap & Gilstrap, 2003; Williams & Hughes, 2003). This metaphor seems to reflect the time and effort put into the activity but it also points to a sense of caring and love that is shared by members. This positive emotion helps form a bond that strengthens the community and gives members a strong sense of belonging. The very metaphor that binds, however, can be used to punish. As members accept these familial bonds, they give up other ties. In order to travel, many students forego other university activities. Some in the forensics world report paying by giving up activities of their home families (Wiliams, McGee, & Worth, 2001 ). Others view the labor of the activity spills over into • Bruce Wickelgren is an Associate Professor at Suffolk University who received his PhD from Ohio University in 2003. Lisa Phillips is the Director of Diversity at Otterbein College and received her PhD from Ohio University in 2005. A pilot study of this paper was presented at the 2002 National Communication Association convention. We would like to thank Dr. Ed Hinck and the three anonymous reviewers for their insightful wmments that helped shaped the scholarship produced here. Finally, the women and men interviewed for this project arc also given credit for their work. As criticalfinterpretive scholars, we more fully understand the concept of the participant as a true contributor to the research. Thank you for sharing your thoughts and feelings.
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their "real" family life (Cronn-Mills, 200 I; Gilstrap & Gilstrap, 2003). As persons struggle to balance coaching responsibilities, other professional assignments and their personal lives including family obligations, they often experience role conflict. Role conflict results when people have a 1imited supply of resources that work and family systems must share (Wharton & Erickson, 1995; Zedeck, 1992). The strain on resources is even more prevalent in the case of forensic coaches because many schools fail to recognize the activity in the arena of scholarship and teaching. This is further magnified by the nature of the work in which a forensic coach must engage. A coach must be an educator and a confidante. They have intimate relationships with student..;; who demand time, energy and devotion. In short, the relationship between a coach and team members can, and frequently do, become like a fami1y. With the demands of forensics- including team meetings, individual appointments, administrative work, and travel on weekends - the coach is spread thin with this one aspect of the work system. When additional professional and personal responsibilities are considered, the result is a system that is greatly stratified. As an individual takes stock of the different roles that she or he holds, difficult decisions must be made. These decisions are not made in isolation; pressures from external sources (e.g. family, team members, academic departments, administration, and other members of the forensic community) and internal schemas can lead to frustration for all involved parties (Greenhaus & Beute11, 1985). Kirstin Cronn-Mills described the frustration felt as the spouse left at home in an essay entitled "Loving It, Hating It, Living with Intercollegiate Forensics" in Speaker and Gavel (2001). She stated, "However, my status as spouse and mothyr/is altered each fall as forensics season rolls around. I become the "family at home" until April, and the other forensicators become the family with whom my spouse spends more time" {p. 63). This quote reflects the frustration that Cronn-Mi1ls observes between the role of spouse and coach, which affects her life throughout the forensic season - and perhaps beyond it.



Review of Literature The literature reviewed reflects the critical nature of both authors of this work. It is further influenced by the thirty-plus years of experience in the forensics world for the first writer, while the second researcher's participation is limited to judging in a handful oftoumaments. Literature explored includes the organizational communication concept of work and family research as well as forensics research that explores the cross-section of the forensics world and family issues.
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Work and Family Burke and Greenglass ( 1987) explain six possible relationships that exist at the juncture between work and family. These relationships are incompatible, independent, compensation, instrumental, reciprocal, and integrative. The incompatible relationship states that work and family are in conflict with each other and cannot be easily reconciled. The independent relationship exists that work and family exist as two separate systems that do not intersect. In the compensation relationship, the work and family systems are mutually supportive; what an individual cannot get in one area can be obtained in the other. The instrumental relationship states that one system exists to finance, either monetarily or emotionally, the other. The reciprocal relationship states that the systems are either positively or negatively correlated. Finally, integrative relationship of work and family states that work and family are so closely fused that it is practically impossible to consider them separate (Burke & C'Jl'eenglass, 198-7; Kirchmeyer, 1995). However the relationship between work and family is defined, role conflict may still occur because of limited resources available. At any given time, individuals adopt one or more of these relationship types to define their work and family interaction (Gutek, Searle, & Kelpa, 1991; Kirchmeyer, 1995). Looking at the role conflict that defines the experience of forensic coaches does several things. First it allows for the diverse experiences of the coaches to be reflected in the literature. Individuals will hold many simultaneous roles throughout their lives and as such role conflict will occur in many different ways with varied systems being privileged. Individuals will privilege certain roles based on internal systems like attitudes, beliefs and values, external systems like societal expectations, or some combination of both. Specifically, role conflict is likely to increase as the demands of either the work role or the family role increase (Greenhaus & Beutell, 1985; Higgins, Duxbury & Lee, 1994). The demand of the family role can increase through marriage, the arrival of children and the need to care for aging relatives. Because society expects women to appropriate the caretaker role in the family system, they are more susceptible to role conflict in their work roles due to family changes {Cooke & Rousseau, 1984; Higgins, Duxbury & Lee, 1994; Wharton & Erickson, 1995). As such, when talking about role conflict, gender cannot be ignored (Burke & Greenglass, 1987; Parasuraman & Simmers, 2001 ). Both men and women can experience role conflict between work and family. Gender role-expectations theory is based on traditional socio-culture roles, and suggests that women and men will perceive work-family conflict differently {Higgins, Duxbury & Lee, 1994). Work systems are historically engendered because they are seen as the public sphere, a male domain, whereas women are still seen as purveyors of the private sphere focused on
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care giving tasks and domestic work (Jorgenson, 2000; Wharton & Erickson, 1995). As a result, women are often ignored in the public sphere until a conflict arises that brings their private sphere into a public space, making their private roles visible and often undermining their public roles. As such, gender is a constitutive part of organization practices that is created and maintained by organizational members (Mumby, 2000). Hegemonic forces keep in place behaviors, beliefs and attitudes that determine the opportunities available for men and women to negotiate work and family. The hegemony reveals itself in the ways that work and family is talked about within organizations, and in the fact that so much of the literature is biased towards women (Thompson & Walker, 1989). To negotiate work and family, the power intrinsic in an organization must be revealed. Barker and Cheney (1994), identifY four facets of discipline in contemporary organizational life. 1. 2. 3. 4.
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First, all organizations exert some measure of control over individual members (p. 28). Second, discipline is collaboratively generated and reinforced (p. 29). Third, discipline is embedded in the social relations of the organization and its actors (p. 30). Fourth, disciplinary mechanisms are perhaps the most potent when they are associated with or grounded in highly motivating values that appeal to the organization's actors. (p. 30)



These four facets are reflected throughout the literature of work family conflict. The influence..that co-workers exert on an individual's ability to manage role conflic(is one example of how discipline is collaboratively generated and reinforced (Kirby, 1999). It is not enough for an organization to have in place policies that are responsive to family needs; supervisors and · co-workers must also support these policies through their actions. Through discourse co-workers reinforce behavior that is rewarded in the organization (Golden, 2000; Sias, 1996; Warren & Johnson, 1995). Informal stories told by organizational members are typically much stronger indications of the group's culture than the official policies that the group eschews. The informal often becomes the formal because affective and functional actions within an organization are coordinated (Mumby & Stohl, 1996). This illustrates Barker and Cheney's (1994) third facet of discipline in contemporary organizational life; discipline is embedded in the social relations of the organization and its actors. What is talked about and what is not talked about within an organization gives rise to organization expectations in regards to roles. Jorgenson (2000) illustrated that among women engineers, family life- especially children- was not discussed in the workplace because
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Spring/Fall2008 - · - - - - - - - - - - - - - - - 85 a woman could not be both an engineer and a mother. This reinforces the concept of separate worlds and reifies the perception that women's Jives should be centered on their private roles and if they choose to participate in the public sphere that must suppress the personal roles they hold (FarleyLucas, 2000). To cope with role conflict, individuals generally have three approaches they can take (Burke & Greenglass, 1987). The first approach is structural role redefinition. This method requires that individuals attempt to reduce, reallocate and reschedule to, in effect, control for increased demands. The second type is personal role redefinition. This method requires individuals to negotiate role conflict by the adoption of strict priorities. The third way of dealing with role conflict is reactive role behavior. This method posits role demands cannot be changed and the only way to navigate the conflict is to alter personal strategy to be more effective at meeting the demands of the role. / Role demands and discipline are intertwiried. Awareness of the different roles that individuals play and how these roles are disciplined by society are important to deconstruct the reality they create and better understand the choices available to forensic coaches to manage work and family roles. Forensics and Work and Family A study by Burnett and Danielson (1994) specifically delineated the roles of the working mother who happens to be coaching intercollegiate debate. They explored the experiences of five women who were serving as debate coaches while raising a family. They found that these mothers were successful because they assessed the nature of the program and had a supportive spouse. Their participants recommended taking children with them to tournaments as long as possible, establishing an extended family, and making sure to become a professional in the field before having children. A panel discussion at the 2001 National Communication Association entitled "Balancing Families and Forensics: A Group Discussion" was the basis for a special edition of The Forensic of Pi Kappa Delta about the line between forensics and family. That panel acted as a seed for the four articles printed in the journal (Gilstrap & Gilstrap, 2003; Hobbs, Hobbs, Veuleman, & Redding, 2003; Jensen, 2003; Williams & Hughes, 2003) as well as for the pilot study for a gender class the two authors of this study had that was eventually turned into a research project for this article. While this study looks at decisions of the coach, research looking at competitors who are affected by the relationship between forensics and family can shed light that gives us a view into decisions that are made. Williams, McGee, and Worth (2001) studied the effects of the traveling with the debate team on their familial activities. Hughes, Gring, and Williams (2006) feel that
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keeping a family in the loop about the student's forensics career can help ease the tensions that naturally arise out of the problems between the two spheres. Our research questions are based on this review of literature and seek to extrapolate how the unique context of forensics can advance the current understanding of work and family. RQl: How does forensics as an organization discipline members? RQ2: How are work and family roles created and maintained by forensics? RQ3: How do forensics coaches navigate work and family? Method



We conducted this study by talking to nine participants about their relationship with family and forensics. Five of the interviewees were female and four were male. Five have left the activity. Three are currently coaching teams but at the time of the interview were making decisions about their future participation. One person left the activity because of family concerns, but returned to coach a different program. We interviewed the participants using the Retrospective Interview Technique (RIT), a specific type of Retrospective Self-Reports that allows participants to recall their past. Metts, Sprecher, and Cupach (1991) stated that this interviewing technique is a good tool to get to participants' attitudes and emotions, as well as the meanings people ascribe to their own and others' behaviors during communication episodes. Interviews were tape-recorded and followed a protocol established before the interview took place (see Appendix A). The transcripts were then transcribed and coded by both researchers. / Initial research participants were generated by the first author of this work at a panel discussion on work and family at the 2001 National Communication Association (NCA) convention in Atlanta. Participants in the panel discussion were asked to name people they believe either left the activity or are considering leaving due to family activity. Persons identified were contacted, and if they agreed to be interviewed, were asked to identify others they might know. Granovetter (1977) described this technique as "snowball sampling" and suggested that it was an effective way to recruit participants. Subsequent participants came from recommendations from other people in the activity. Qualitative research has long recognized "snowballing" as a good way to reach additional participants. Interviewees were contacted through email and interviews were conducted over the telephone. Because participants were from diverse geographic areas in the United States, we chose the telephone because traveling to these places would be cost prohibitive. Other solutions were considered and rejected. To go to a place where many people in forensics ·
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gather such as a national or regional forensics tournament or professional meeting would produce many possible participants, but we believe actively participating in the activity could skew participants' observations. Another option would be for us to go to one city and talk to many former and current coaches in that area. The Chicago area, for instance, would produce more than enough participants. These people, however, could share too much in terms of their experiences. We believe that the advantages received from conducting interviews over the telephone outweighed the disadvantages. Two participants were interviewed for the pilot study; four more were added for the convention paper presentation. Additional interviews were conducted when the authors decided to write a paper in order to be submitted for publication. Participants



There were nine persons interviewed for this pilot study. Because the forensics experience can be so vastly diverse, we decided to include a short biography of participants. As you can note from the protocol (see Appendix A) each participant was asked to provide a name that we could use to write about their experience. Per Institutional Review Board instructions, we have included information about the participants that each interviewee allowed us to include. Even with that, we have purposely made ideas vague so that participant identification is more difficult. Some misleading facts about the individuals were included to direct attention away from some unique individuals (all based on their direction). Ian is a 30-something man who went to a mid-sized Midwestern university as an undergraduate competitor. His Master's program was at a mid-sized university in another Midwestern state. He started coaching while involved in a relationship with another coach. For a few years, they actually were colleagues working with the same program. Managing the relationship was less stressful because as a couple they understood what the other was doing. Their relationship actually seemed to make their team family metaphor all that much more real. When Ian's partner left the organization, he tried to maintain the relationship, but it faltered and eventually ended. A new relationship was begun, and he managed his teaching responsibilities, coaching work, and a long distance relationship for two years. Ian decided to leave forensics and his university to start a new life with his partner and his partner's children. Roxy received her undergraduate degree, coached for one year as a graduate assistant, and was a full time coach. As a full-time faculty member, she married and remained in coaching for one year. After quitting forensics, she moved into another full-time teaching position. Lana competed in forensics as an undergraduate at a small private liberal arts school. She worked as a coach in many institutions across the
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country. She and her partner settled into a Midwest city and decided to have children. At the time of her interview, she claimed that her plans were to stay in the activity and she is considering how to balance both obligations. George was a debater in high and co1lege, and coached the activity as a graduate assistant in both his Masters' and Ph.D. programs. As a faculty member in the upper Midwest, he helped with individual events. He decided to leave the activity because forensics as an activity interfered with his idea of what a coach is, and what a husband and father is. Sue competed in individual events at a small liberal arts college in the South. She acted as a graduate assistant coach in large public university. Accepting a position at a small liberal arts college, she revived a program that had been dormant for over ten years. Her daughter was born and she coached until the baby was one-year-old. Sue quit the activity when named chair of the department. Bill competed for a large Midwestern university and coached as a graduate assistant for another large Midwestern university. He served as Director of Forensics at a mid-sized upper Midwest university. His wife had a baby and he coached for one year before quitting the activity. Beth competed at a private Eastern university. She coached at another Eastern institution, had a baby with her partner, and is currently coaching. Glenn was a competitor and graduate assistant coach in the Midwest before leaving the activity to start a relationship. After the end of that relationship, he decided to come back to forensics and was hired at an Eastern college to coach a team.



Results Even with onlj nine interviews in this study, enough evidence surfaced to justifY a further look into how an organization can affect its members. In response to our first research question, "In what ways docs forensics as an organization discipline members?" our data supports the literature. Interviewees maintained that the organization exerts control over the individual. Roxy suggested that she when she began with the program it was competitive. She felt that her job was to act as coach and sustain the competitive nature of the program. As a current faculty member who is not working with forensics, her criticism of a subsequent coach shows she has moved from the disciplined to the discipliner. She stated that while she thought that the new coach could do with the program as she saw fit, she was disappointed that the new person "let the program go." Ian also felt an obligation to maintain a competitive program at the national level. He felt the pressure from many sources inc1uding his current team, alumnae of the program, his department, and his university. He also reported pressure from coaches from university programs in his area
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of the country. In this way, the organization disciplined members to act in appropriate ways. Barker and Cheney (!994) claimed that discipline is collaboratively generated and reinforced. By this, they mean that members of an organization create a culture that sends messages to its members outlining appropriate behaviors that make a good organizational member. These messages are both created and re-created by individuals and act as a means to control who is doing good work. Roxy provided the greatest support for this idea. She provides implicit support for it when she said,
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I think the general message would be that it was just an expectation on the coach to quit when you started a family, that you weren't gonna stay in it. It wasn't really looked down upon, it was just accepted generally known, it was like okay, well, that one's getting married, she'll be out of it, or whatever, especially with thUamily, the children part.



The implications that these expectations were something that everyone knew as rules are quite clear. She provides a more explicit collaboration when she discusses a theme that was talked about a lot on her team. "Well, there was one woman and she brought her kids to tournaments, but it was kind of creepy. She had a baby with her all the time." This story served to expose ideas about how her team, and therefore forensics, communicated how others should act. While these stories served the purpose of creating an "us-them" dichotomy, it was also producing and reproducing "appropriate" organizational behavior. Another disciplinary mechanism suggests that it is embedded in the social relations of the organization and its actors. Glenn claimed that he saw mostly other women reinforcing the fact that women would leave the activity when family considerations came into focus. He related the story of one young woman who became engaged. Even though the engaged woman never discussed her career plans, one of Glenn's colleagues bemoaned the loss of yet another talented female coach to marriage. Barker and Cheney (1994) recognize that disciplinary mechanisms are most potent when dealing with motivating values. Many participants shared ideas that fit in this category. Lana spoke of the desire to stay in the forensics activity because of the educational value that she has experienced. She felt that a program with as much money as the one she is in has the potential of switching over to a competitive program. Her values included a sense of responsibility to her students to continue an educational venue. Jan and Roxy both espoused competitive motivating goals. Ian wanted his students to have the absolute best and felt that making them win were the true end. When asked if Roxy would settle for a less competitive team so that she could coach more, Roxy stated,
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Spring/Fall 2008 I think you can if that would be a choice that you could make. I don't think you could do it on a very competitive team. I just can't see wanting to, to negotiate that, I guess. I'm not saying it couldn't be done effectively, I just don't know why you would want to.



She seems to be saying that the values of forensics are so deeply rooted in competition that she could not see a reason to be anything but competitive. In these ways, forensics as an organization disciplines its members through many means. Its powers are often difficult to recognize and socially constructed. Our second research question was "How are work and family roles created and maintained by forensics?" These roles are produced and reproduced both externally and internally. The chief external manner was discussed above by means of organizational discipline. All participants discussed internal role creation. Lana stated that her personal image started as a coach. After marriage she added wife to the list, but maintained separate definitions of self that tended not to mix the two roles. This maintenance of two separate worlds changed when she and her husband decided to try and have a child. She realized that the separation of her private and public world could no longer be so easily maintained and that has caused her to reconsider how her work and family roles converge (Wharton & Erickson, 1995). Like Lana, Roxy maintained separate identities. She decided that she was a full-time coach. She tried coaching for one year while married, but decided to quit coaching but remain with the university as soon as she and her husband made the decision that t,hey wanted children in the near future. When May of her final coaching year hit, her team had a banquet where they thanked her for her years of~ervice, and after that she was done with the activity. She literally chose a date to end her public sphere and begin her private sphere. Lana chose to navigate public and private sphere separately; Roxy took the approach that the roles were incompatible and since they could not be integrated she left the activity (Burke & Greenglass, 1987). Roxy had a self-professed love for the activity when she was coaching. It seems rather ironic that now she seems to want nothing to do with it. The school she is with still has an active program, but she rarely helps out in any way. They ask her to judge or to help by listening to speeches, but she says she finds excuses so that she does not have to attend the events. She stated The thought of going back- sometimes l think if they don't get a coach hired and they go 'the only way you'll get you job back is if you coach, I'd have to go, ok, bye bye'. Yeah, cuz I couldn't do it, I couldn't go back to it.
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Roxy showed her commitment to her personal life that separated herself from the activity. Like many males, Jan seemed to have greater freedom to choose different role perspectives that seemed to match Burke and Green glass' ( 1987) perspectives. As he worked with his first partner, he maintained a family atmosphere on the team. This suggests Burke and Greenglass' integrative approach. He maintained this spirit as a single man, but when he started his new relationship he tried an independent approach. The independent perspective he adopted was greeted by ''the cold shoulder that then led to a backlash." After a year of trying to maintain an independent relationship, he eventually switched to viewing forensics as incompatible with his new found family, as evidenced in his decision to leave the activity. Glenn reported similar ideas, except he found when his "real" family came to an end, he decided to return to his forensics family. Finally for the third research questio11,/'How do forensic coaches navigate work and family?" The data reveal~ that several external factors influence the ability for coaches to navigate work and family. Burke and Greenglass (1987) suggest that there are three ways to deal with role conflict: reducing, reallocating, or rescheduling. Lana employed reducing strategies by making a conscious effort to travel less. Ian made a similar agreement for the one-year he was in his long distance relationship. Both Ian and Roxy eventually made the ultimate role redefinition by leaving the activity. By reallocating responsibilities to others, Lana and Ian helped alleviate their workload by asking others to fill in on the team. They both had graduate assistants and faculty coaches take greater responsibility for travel. Lana moved some administrative responsibilities onto other faculty members with the blessing of her department. Beth's reallocation came on the home front. She states that she found alternate child care through family members, but quickly added that if another baby comes into the picture- her work with the team is finished. Rescheduling did not seem to be an option as far as travel was concerned with the members who were interviewed for this study. Because many of them wanted to maintain the competitive nature of the program; they did not cancel tournaments outright, nor did they choose tournaments that were closer or took less time. Rescheduling did occur in the family arena. Lana had a "meeting" with her husband at a specific time and day of the week that she would prioritize on her schedule. In these ways, Roxy, Ian and Lana dealt with structural role redefinition. Personal role redefinition mostly emerged in the discussion of "life past forensics." The role as forensic coach was completely abandoned and other family roles were redefined. For Roxy and Ian this meant adopting childcare as one of their primary roles. Reactive role behaviors were not topics that were discussed in the interviews other than the personal choice to
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leave the activity. Beth found support from both sides of the equation in order to successfully maintain her coaching responsibilities. She said only support on both sides of the aisle make it possible. A supportive husband and a supportive director make it possible to maintain both roles. She stated it was easier because her "forensics family is close with my blood family."
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Forensics does provide a unique perspective to look at the intersection of work and family. The concept of discipline in forensics emerged throughout our interviews. Individuals involved in forensics were disciplined both internally and externally. The internal discipline emerged as participants discussed their ideas of what forensics coach should privilege. Roxy perhaps said it best. "I would have needed to be on a team that wasn't nearly as competitive ... but I wouldn't have been happy with a team like that." In addition, role models that demonstrate how to manage work and family were not visible in the organization, sending a message that forensics is not a place for families. Our understandings of roles were limited in this study in part because in our initial protocol this wasn't a question we asked. To gain a better understanding of roles, we need to ask this question more directly and provide a better definition of family and work to our participants. In our definition we need to account for the fact that the literature on work and family is biased toward the traditional nuclear family. In our study, it is important to include members of the forensic community who are successfully navigating work and family for several reasons. First, memberS'ofthe community who are managing work and family can serve as role models for others. In order to answer the question, how do forensics coaches navigate work and family we need to talk to those who are successfully navigating this particular family and work nexus. When asked what kind of message forensics sends about the ability to navigate family and forensics, Beth told us, Honestly, many of my forensics friends do not have to juggle the same responsibilities that I do. Not that forensics discourages "morns" like me from being involved - but I don't know many others who are in the same boat as me. What the data and literature support is that work and family is engendered. It is an interesting context that shares common themes and experiences with other professions, at the very least competitive sports, academic coaches, and Greek letter organizations. We believe, however, that there are applications that can be applied to any person who traverses more
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than one organization in the work life. Awareness of work and family roles and the hegemony that creates and maintains these roles is important for redefining the intersection between work and family. We entered this study expecting to find that forensics coaches were under tremendous pressure to place forensics at the top of their priorities and that work and family were incompatible. For the most part this is what we found; however, there are other alternatives that appear to be available to members of the organization. This study succeeds in helping to explore alternatives available to the person who is trying to balance work and family. Perhaps there are ways for persons like Kristin Cronn-Mills to negotiate the work and family spheres and have a more comfortable relationship between her partner's work life and his family life.
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Appendix A Forensics and the Family Interview Schedule Pseudonym: What name can we use when we write about you? Are you currently coaching forensics? If yes, are you considering whether to leave the activity due to family considerations? If no, were family considerations one of the main reasons you left the activity? If no to either- end interview; if~. continue Please tell me about your time in forensics. Did you compete as a student? When and where? How long did you compete? When and where did you serve as a forensic coach? How long did/have you coa9Ied at what level (e.g. Graduate Assistant, Faculty, Voluriteer)? If not currently coaching: When did you leave? Why did you leave coaching? What factors influenced your decision to leave? Would you interpret your decision as being more influenced by internal or external influences? Do you think that a forensics coach can successfully navigate family and forensics and the same time? Do you think that you could successfully navigate family and forensics? What kind of a message do you think forensics sends about the ability to navigate family and forensics? Do you remember general messages about the ability to navigate forensics and family? Where did these messages come from? From whom? Can you remember any specific statements or messages? What could have led you to make a different decision to in regards to your decision to leave forensics? Anything else that you would like to share in regards to this issue? If Currently Coaching Do you think that a forensics coach can successfully navigate family and forensics and the same time?
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