




About This Survey

The purpose of this survey was to collect data on the Human Resource (HR) procedures of gymnastics clubs in British 
Columbia. The information received reports an overview of the salary, benefits and HR practices of member clubs.  
This information will also assist Gymnastics BC to better develop and provide resources to assist clubs with their HR 
management.

The information was collected following the 2007/08 season. In total 41 clubs responded and all completed surveys were 
tabulated with the results included in the survey. Some respondents chose not to answer all questions resulting in some 
results not adding to 41. Values in tables and charts are rounded. Therefore, percentage totals may not add to exactly 
100%.

For the purposes of this survey the following definitions of the various types of personnel were utilized:

Administrator A person whose primary responsibilities are administrative for club 
operations. This person may be a volunteer, a paid part-time or full-
time staff member.

Coach A person who has primarily instructional responsibilities in various 
programs. This person may be a volunteer, a paid part-time or full-
time staff member.

Administrator / 
Coach

A person with both primary administrative and coaching 
responsibilities

Temporary A person who is hired on a temporary basis (three months or less) to 
meed a specific need, such as summer camp staff or to replace other 
staff members for a short period.

Part-time A staff member who works less than a full-time work week.
Full-time A staff member who works a normal workload of 35 hours or more 

per week.
Volunteer A person who does a specific task for the club free of charge or 

without a salary. The person may carry out the same or similar 
responsibilities of staff members.

In order to better understand the needs of the clubs, groupings were applied based on the club’s total operating budget for 
2007-2008 fiscal year:

Group 1 Under $25,000
Group 2 $25,001 - $75,000
Group 3 $75,001 - $150,000
Group 4 $150,001 - $250,000
Group 5 $250,001 - $350,000
Group 6 $350,001 - $500,000
Group 7 Over $500,001

As the results for this survey were compiled, a 2004 article by Daryl Rothman for Camping Magazine: Effective staff 
recruitment and retention or, how to compete when McDonald’s is paying $8 an hour was found. While the article focuses 
on camps and the hiring of councellors, this area translates well to gymnastics with young adults being hired to postitively 
affect the lives of children and youth. This article is included at the end of the results.

Thank-you to those who participated in this survey.



Section 1: Demographics

Operating Budget

For the basis of this survey, the 41 clubs who responded were broken down into seven groups based on the club’s total 
operating budget for the 2007/08 fiscal year.
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Club Ownership

Respondents were also requested to identify their club ownership to identify those that were non-profit, profit or profit with 
a non-profit parent advisory board.

Profit (with non-profit parent advisory board)

Profit

Non-Profit

32

3

5

Based on these results, a significantly higher percentage of BC clubs that are non-profit completed the survey. In 2007/08 
there were 73 clubs. Of those clubs, 53 were classified as non-profit with the remaining falling into either the profit or profit 
with parent advisory board.
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Section 2: Human Resources

This section related to all aspects of human resource management including administrators, coaches, volunteers and 
other personnel. 

Human Resources: Recruitment

Clubs were asked to identify all procedures that they use in the recruitment of personnel (staff & volunteer):

Method Staff Volunteers
On-line

Provincial Gymnastics and/or Gymnastics Canada Web-
sites

63% 5%

Other gymnastics related websites 22% 2%
Personnel website (Monster, Workopolis) 20% 0%
Community websites 34% 17%

Publications
Local Media advertising (newspapers, etc) 61% 20%
Provincial media (newspapers, etc) 10% 2%
Club Newsletter 51% 66%

Other
Employment Canada 15% 0%
Word of Mouth 93% 71%
Recruitment at Gymnastics events 24% 20%

In addition to these, clubs also identified the following methods:

Staff Volunteers
Community Centres, Neighbourhood Agencies, Post 
Office
Former students
Choosing interested parents from their child’s 
participation
Hiring coaching staff in the immediate area
Adult drop-in
Group website
Club networking
Coaching courses
In house signage that is visible to the public 
Job fairs

Ex-gymnasts
Annual General Meetings
Assist families with fees who volunteer to set-up /take 
down
Internal club postings
Club volunteer requirement (only competitive)
Email to members

For the most part, GBC’s clubs continue to utilize traditional methods of recruiting staff and volunteers. Of note is that no 
respondents indicated that they use any of the new social marketing tools: Facebook, Twitter, YouTube, MySpace, etc. 
In many cases these are the sites that the current gymnasts and those who are retired are visiting most frequently. For 
some, they may not be looking “for” a job but still want to connect and may be interested in what is available.



Human Resources: Selection

Clubs were asked to identify the procedures in place for the selection process of personnel (staff and volunteer):

Application Process Staff Volunteers
Resume & Cover Letter 93% 15%
Application Form 20% 15%
Other
Staff: Attitude
Volunteers: Advanced gymnasts suitable as CIT coaches; good work ethic; do not work in a 
capacity that requires resume; Board of Directors; parent of child who has enrolled; difficult to 
find volunteers; all required to volunteer in the same capacity (competitive parents); sign up
Selection committee Staff Volunteers
Head Coach and/or Chief Administrator 83% 34%
Personnel Committee OR Volunteer Committee/Coordinator 24% 34%
Constituted selection committee 15% 2%
Other
Staff: Board & Head Coach; Board Members
Volunteers: Owner, appointed at AGM
Selection Criteria Staff Volunteers
Formal interview process 88% 20%
Reference checks 78% 12%
Other
Staff: referral by other coaches
Volunteers: referral by coaches; meet with current board members; if volunteers are avail-
able, we accept them; parent volunteer requirement; are they breathing?
Conditions of Employment Staff Volunteers
Criminal record check 98% 29%
Probationary / trial period 66% 5%
Other
Staff: contract / job description; all requirements for job documentation; employment 
agreement, job description, education; qualification; NCCP certifications
Volunteers: previous observation and relationship as gymnasts in program

Based on these results, clubs are doing a very good job with the selection process of staff. The results, however, from the 
selection process of Volunteers resulted in several areas of concern that could jeopardize an association both financially 
and legally. Of note are that Criminal Record Check (29%) and Refefence Checks (12%) are not consistently applied by 
clubs.



Human Resources: Performance Appraisals

Clubs were asked to indicate all methods of performance appraisals completed by the club for staff:

Evaluation conducted by head coach and/or chief 
administrator

83%

Evaluation tool completed by participants 24%
Evaluation tool completed by parents 39%
Self-evaluation tool completed by the employee 34%
Performance review meeting with employee 68%
Other: Board evaluation; head coach and administrator given performance 
review by board members

Clubs were then asked to indicated which positions receive scheduled and regular performance reviews:
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Performance reviews are, at best, varied throughout the province. While 83% of clubs complete an evaluation by the head 
coach or chief administrator, the frequency and the types of positions which are included are not consistent.

In a survey developed by Office Team, 77% of employees polled said consider reviews valuable; 40% seem them as very 
beneficial. A well planned performance review includes a dialogue on goals for the year ahead and is the ideal time to 
discuss with employees opportunities for additional training, expanded roles and promotions.



Human Resources: Professional Development Opportunities (Staff)

Clubs were asked to indicate all methods of professional development provided by the club:

NCCP upgrading and/or other certification 95%
Participation at provincial or national seminars 66%
In-house development seminars or activities 61%
Mentorship program 59%
Paid or credited time for attending development courses 54%
Subscription to professional journals (coaching, etc) 34%
Membership to professional organizations 29%
Other: Training in gyms and mentoring senior coaches; CIT program in place, 
using CITs to assist with classes; pay for course, but not time for courses

Human Resources: Staff Retention
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Coaches
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Based on the results above, it is evident that clubs with the smallest budgets have the most difficulty in retaining staff. It is 
also evident that these clubs do not tend to utilize paid administrators. 

Most groups show strong participation in coaching for the first few years with a club and difficulty retaining coaches after 
4-6 years of service with their clubs. 



Section 3: Salary and Benefits’ Policies

Salary: Scales

Participating clubs were asked to indicate if their club used a salary range scale for different staff positions:

Use 63%
Don’t Use 12%
NA 5%

These clubs were then request to indicate the various criteria used to establish the salary range scales:

Criteria Administrators Coaches
Years of experience and development 61% 76%
Responsibilities 56% 73%
Years of Service with the club 54% 71%
Level of education 46% 61%
Associated Certification 46% 76%
Level of Coaching Certification NA 85%
Other (Coaches):
Years working as a coach in any sport; years coaching gymnastics outside 
current club; Coach of the Year award; years as a competitive gymnast

Salary: Hourly Rates

Based on their responses, an hourly rate for each position was determined. The graph below highlights the average hourly 
rate.
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Job Classification High Avg. Low
Chief Administrator $26.04 $18.86 $12.00

Full-Time Administrator $22.40 $16.36 $11.46

Part-Time Administrator $25.00 $13.83 $10.00

Administrator / Coach $20.83 $18.32 $15.63

Head Club Coach $32.25 $23.88 $11.46

Competitive Head Coach $28.65 $22.69 $18.00

Full Time Coach Competitive $26.04 $19.74 $12.00

Recreational Head Coach $21.87 $17.46 $14.50

Full Time Coach Recreational $18.00 $13.73 $9.00

Part Time Coach $20.00 $10.57 $6.00

Temporary Coaches $16.00 $11.72 $8.00

Salary: Increases

Clubs were asked if their club offered annual salary increases:

Yes 56%
No 22%
N/A 22%

Clubs were then asked to outline the criteria that affect salary increases:

Higher Certification 83% Contractual agreement 41%
Years of Service 80% Cost of living 27%
Ability of club to afford it 76% Increase in membership 22%
Increase in responsibilities 63% Other clubs’ wages 22%
Additional Education 56% Retention rate of athletes 15%
Increase in minimum wage 54% Flexibility / Availability 15%
Job performance review 49% Athlete progress 5%

Clubs that indicated they do not offer annual salary increases provided the following comments:

• When additional certification is completed and documentation is provided.
• Each season, after we see what our staffing levels need to be
• To retain a coach
• No established criteria
• Sometimes, not every year
• Done every 2 years
• Board reviews wages: $0.10 per year for first 5 years; $0.20 for 6-10 years; increase when coach takes course: Level 1 

$0.20 hourly increase, Level 2 $0.40 hourly increase & L3 $0.60 hourly increase.



Salaries: Salary Increase

Based on their responses, an average of the salary increases per position over the 3 years was determined. Those 
averages are represeneted in the chart below. 
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The chart below highlights the range of increases by position over the past 3 years:

Job Classification 2005-2006 2006-2007 2007-2008
High Avg. Low High Avg. Low High Avg. Low

Chief Administrator 12% 4.5% 1% 5% 4% 2% 10% 4% 1%

Head Coach / Tech Director 5% 3% 1% 12% 5% 1% 12% 5% 1%

Full-Time Administrator 3% 2.5% 2% 3% 2% 2% 4% 2.5% 2%

Full-Time Coaches 6% 3.5% 1% 14% 4% 1% 15% 4% 2%

Part-Time Administrators 7% 3.5% 2% 3% 2.5% 2% 6% 3% 1%

Part-Time Coaches 5% 3% 1% 5% 3.5% 1% 15% 4% 1%

Temporary Coaches NA NA NA 10% 10% 10% 6% 4% 2%

Group 1 and Group 2 did not respond and are not included in the above charts.

Overall, the average salary increase has exceeded that of the Cost of Living increase for both BC and the Vancouver 
region which is as follows:

Year BC Vancouver
2005/06 1.7% 1.9%
2006/07 1.8% 2.0%
2007/08 2.1% 2.4%



Salaries: Overtime

Club were asked to indicate if they reimburse for overtime:

No 56%
Yes (cash) 27%

Yes (time off) 17%

Time records are an effective manner to track staff hours as well as overtime. An overwhelming majority of clubs use this 
type of tool:

Yes 98%
No 2%

Benefits: Bonuses

Club were asked to indicate if they provide bonus payments or any other performance incentives to employees:

Yes 41%
No 41%
N/A 17%

For those that responded “yes”, this is a sampling of the type of bonuses:

• Christmas and Year End Basis
• Employee of the months receives a Starbucks gift card
• Annual RRSP contribution ($500) for contracted Head Coaches
• Reimbursement to all coaches for NCCP courses, provided that the coach is still employed with the club 1 year later
• Bonuses when a coach has had demands above and beyond normal expectations
• Gift cards to competitive coaches at the end of the season
• Gift cards distributed at Christmas
• Parties at Christmas and Year End
• 15% bonus for Administration time completed by competitive coaches
• 15% bonus for recreational coaches based on performance (on time, set up and take down stations, report cards on 

time, lesson plan)
• Annual bonuses: $200 (full-time); $100 (part-time); $50 (substitutes)
• Gifts for jobs well done such as a bonus for working long hours / events



Benefits: Paid Vacation Days
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Job Classification < 3 Years 3-5 Years 6-10 Years 10+ Years
High Avg. Low High Avg. Low High Avg. Low High Avg. Low

Chief Administrator 21 14 17 21 16 10 28 22 15 35 23 7

Head Coach / Tech Director 35 17 10 21 15 10 28 19 7 35 23 7

Full-Time Administrator 21 14 7 21 15 7 28 24 15 35 28 20

Full-Time Coaches 21 13 10 21 15 10 28 20 7 35 26 20

Part-Time Administrators 14 13 7 21 15 14 28 21 7 35 32 28

Part-Time Coaches 14 11 5 21 15 10 28 23 15 35 24 20



Benefits: Staff Benefits

Clubs were asked to indicate what benefits were provided to employees and who was responsible for the cost:

Benefits Group 3 (10%) Group 4 (43%) Group 5 (50%) Group 6 (33%) Group 7 (20%)
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Life Insurance 0 0 1 1 0 0 1 1 0 2 1 1 2 0 0

Disability Insurance 0 0 1 1 1 0 0 1 1 2 1 1 2 1 1

Extended Health 0 0 1 2 1 0 1 1 0 2 1 0 3 1 0

Dental Plan 0 0 1 1 1 0 1 1 0 2 1 0 3 1 0

Vision Care 0 0 1 1 1 0 1 1 0 0 1 0 3 1 0

Other
Sick days for head coach 
(3/year)
RRSPs offered

0 0 0 1 0 0 0 0 0 0 0 0 0 1 0

Percent % = number of clubs from each group that responded.
Group 1 & 2 did not respond
Overall Groups 4-7 indicated that 50% of the employers pay for the benefits



Effective Staff Recruitment and Retention
Or, How to Compete When McDonald’s is Paying $8 an Hour!

by Daryl Rothman, L.C.S.W.

Whenever I present to a group of camp counselors, teachers, directors, and other educators, I tell them all — even the 
fifteen-year-old counselor-in-training — that there is no job in the world more important than theirs — and that theirs is the 
work of heroes. Perhaps some of this is “shtick” designed to enhance the power of the message, but that message would 
nonetheless fail to resonate if I were disingenuous. What could be more critical, after all, than having the opportunity to 
help shape the lives of youth? Since none of us should be in this field for the money, it is imperative that we do not lose 
sight of the nobility of our calling.

While getting rich is one thing, you certainly have to make a living at the very least. Those of you charged with recruiting, 
hiring, training, and — perhaps most challenging — retaining staff are well aware of the difficulty of doing so in a profes-
sion in which compensation is rarely commensurate with effort or impact. In developing a game plan, it is helpful to con-
sider what is more or less likely to attract, motivate, and retain employees. If you can answer these questions, this may 
shed some light on how to successfully recruit and retain other staff.

Consider the simple, but perhaps sometimes overlooked caveat — your goal must not be merely to recruit and retain staff. 
As you are charged with finding employees to whom you will entrust the welfare and education of children, your mandate 
must instead transcend to recruiting and retaining the very best staff. With the aforementioned financial realities in mind, 
this can prove an even more arduous endeavor than originally thought. So what to do? While there is no set blueprint for 
success — the want-ads would otherwise be rendered obsolete — you should record and hone and share those ap-
proaches that have proven successful.

Never Hire From a Position of Weakness

One key pitfall to avoid — albeit it’s difficult at times — is hiring from a position of weakness. You probably have experi-
enced the crunch when the camp season or school year is fast approaching, and you still have staff to hire. There is an 
applicant who really wants to work — and though he didn’t interview terribly well and his references weren’t too hot and 
you have a funny feeling about him — well, you REALLY need staff, particularly males, and couldn’t you just take the 
chance and hope everything works out? If you have ever succumbed to desperation, you would likely attest that resisting 
temptation would have been the wiser course of action. Better to continue to tough it out for awhile and aim to procure the 
right staff, than to spend even more time confronting greater problems down the road when your suspicions about the ap-
propriateness of your selection are confirmed.

Maintain a Position of Strength and Expectation

Maintaining a position of strength and expectation, rather than weakness and desperation, is crucial to the process and 
extends beyond merely passing on inappropriate candidates. Starting with the recruiting process, convey key information, 
benefits, and expectations about your agency, camp, or program. Doing so increases the likelihood of attracting sincerely 
interested applicants — applicants whose abilities and experience correspond to your needs. This process should contin-
ue in the interview stage. In addition to garnering the standard information about each candidate, use this time to continue 
to educate him or her about your school, center, or camp; about your vision; and about what is expected of them. Pose 
scenarios and questions to gauge the appropriateness of the potential match. This communication process must not fade 
out after the interview — it should, in fact, intensify once the hire has been made — serving as the foundation of individual 
and group orientation and ongoing training. A vision for vision’s sake can prove hokey and useless — returning consis-
tently and practically to a vision can keep a staff focused and motivated.

A Good Sales Job

While groveling or hiring from a position of weakness is inappropriate, you should do a good sales job when seeking to 
attract the best candidates. In the early childhood, youth development, education, and camp arenas, it is sometimes the 
case that candidates can earn equal or greater pay working at fast food or other jobs — though they may pale in compari-
son in their ability to offer intrinsic rewards.

Your task is then two-fold:

    * Sell the many intrinsic rewards of the camp and youth development industry.

    * Detail the remuneration and benefits working at camp can offer.



Let’s assume that you can offer at least competitive compensation, perhaps benefits, and even other perks — does your 
agency offer ongoing training and/or continued education? If so, sell these perks and benefits. Your agency, for example, 
might offer a general membership to staff during their time of employment — enabling them to enjoy swimming, racquet-
ball, fitness equipment, and other perks they would otherwise have to pay for elsewhere. Promote these added personal 
benefits to the intrinsic value of working with youth.

Show Them You Care

Once you recruit, hire, and train good staff, don’t forget about them. Just as it is easy for good teachers or counselors to 
neglect the best-behaved children in their classroom or camp group, so too it is easy to take for granted your best staff 
— who rarely bother you with problems or complaints. Just as you exhort your staff to notice and reinforce their “best” 
children, so too must you notice and reinforce them. Failure to do so can lead to their departure.

There is usually nothing complicated about this process. Typically all it takes is a simple “thank-you.” Be specific. Don’t 
patronize staff with general and syrupy praise, such as, “You’re the best.” If this is what you feel, articulate why. “I noticed 
how you redirected Joey the other day, while keeping the group focused on the activity. I know that wasn’t easy, and you 
should feel good about it.” Tell the parents about the wonderful things your staff does — write it up in a newsletter or on a 
bulletin board.

Treat Them as Professionals

One critical component is to demand that staff consider themselves professionals — and to always treat them as such. 
Your staff are not just camp counselors or day care workers — they are professionals in a field that is critical in our soci-
ety. Convey to staff that in addition to caring for kids, their responsibilities include writing reports, meeting with parents, de-
veloping curriculum and themes, dealing with difficult situations, assisting with licensing or accreditation efforts, and much 
more. Raise the bar of expectations and involvement — and higher performance and satisfaction often follows. Have staff 
play integral roles in meetings and trainings. Ask them to mentor new or younger staff. At the end of the day, if you can 
infuse a healthy dose of communication, professionalism, and respect into your recruitment and retention efforts, your job 
will be all the more rewarding.

Daryl Rothman is an early childhood site supervisor, camp director, and public speaker.

Originally published in the 2004 March/April issue of Camping Magazine.


