





discussion

Some simple and e ective solutions to the issues e ecting aquatic facilities




In total 480 surveys were sent out with a response rate of 18%.

Please note the low response rate may affect the representativeness and the validity of the information obtained.

Responses were received from AUSTSWIM Recognised Swim Schools around Australia with the eastern States
(VIC, NSW and QLD) accounting for 80% of the responses. The location of the responses was split evenly between

Metropolitan (55%) and Regional (45%) areas while Privately owned facilities made up the bulk of responses.

Of the smaller swim schools 65% of the facilities employed between 1-5 teachers of swimming while of the larger
swim schools the 21+ employees group made up three quarters of respondents. Not surprisingly the majority of

employees were employed on a part time/casual basis.

The main source of teachers were aged in the 36-50 group (333pax) and 16-21 group (320pax) with the
Generation 'Y’ and Generation ‘X’ groups split evenly. Interestingly of the centres that hired more of the Generation

'Y’ group a majority were experiencing teacher shortages and perceived their teacher retention to ‘good’ or below.

Recommendation: Look at other potential groups that may be interested in employment or
starting a new career. These include return to work parents, mature
aged Australians, retirees and others looking to enter work on a regular

or part-time basis.

A recent article on Generation 'Y’ by Bryan Patterson, Herald Sun July 8, 2007 reported:

‘They will leave jobs quickly if the boss is nasty, the hours inflexible or the pay unsatisfactory. Almost half of baby
boomers believe they should stay in a job with the one employer for at least five years, but only a quarter of Gen

Y’s would consider such a long stay.

A recent APM Training Institute survey found most workers aged 18 to 29 expected travel opportunities, further
training and social events as part of their employment packages. It found many Gen Y workers also expected cash

bonuses, health insurance and rostered days off!

The part time/casual nature of the work may be the reason for the high number of females (85%) that were
employed at the swim schools. Equity statistics show that women are more likely than men to work part-time
- they make up 70.5 per cent of the part-time work force and 33.7 per cent of the full-time work force. Of those
women working part-time around three quarters did not want to work more hours and only 4.9 per cent were

actively seeking and available to start full-time work.

Recommendation: Look at what dynamics work for your school, is there a need to balance or

address the gender equity.




The most common medium used to attract new teachers was the combined ‘internally’and ‘word-
of-mouth’method while the ‘local newspaper’ was also popular.

For businesses that don't have departments devoted to Human Resources, finding the right
employees at the right times can be an especially time-consuming and frustrating struggle. Tell all
your contacts (both business and personal) about the position you're seeking to fill and what kind
of employee you're looking for, utilise the people you know or have around you.

But if you want to go beyond this, there are plenty of other places to recruit good employees;
distribute fliers, contact school placement offices, post notices at senior citizen or day care centers.
establish an employee referral program, use industry publications such as Aqualife or go online.

Recommendation: More aggressive marketing towards ‘new teachers’. Create greater public
awareness of how to become a swim teacher by connecting with your local
university, high schools, centrelink, aged care centres, day care centres etc.

Employee retention is a key challenge for any organisation and successful organisations realise retaining
high-caliber employees in today’s labor market should be a high priority. Despite a majority (81%) of
respondents perceiving their teacher retention to be ‘good’ or above 60% of all respondents still experienced
teacher shortages.

Reasoning behind this could be put down to the 37% of swim schools not recognising good teachers by
providing incentives or that 40.2% of the respondents did not get there teachers to multi task.

Recommendation: Provide incentives for your workers. Put more resources into training and
mentoring staff in order to retain teachers and provide the incentives to
develop a career in the industry.

To effectively motivate, a definite system of incentives or rewards is necessary and such a system requires a
combination of several groups of incentives.

The first thought concerning recognition is usually money and good pay is vital. Respondents listed
monetary incentives (30.8%) as the major reward provided to employees while 15% of respondents listed
‘wage’as a teacher issue. Besides actual pay increases or bonuses, other forms of monetary recognition
recorded by respondents included paying for Professional Development courses, clothing/uniform or
insurance, offering gifts or vouchers and free use of the facilities.

However, there are others, non monetary, of major importance - steady work, good working conditions,
good working companions, good supervision, the actual nature of the job itself, and opportunities for
advancement. Other examples listed by respondents included staff BBQ/Parties at regular intervals, awards
via pins or plaques for length of service or special accomplishments and also provide constant feedback and

guidance.



Recommendation: Getting swim teachers to multi task. If there is a lack of pathway
understanding define and establish a structure.

Some of us are happy doing the same thing over and over again and getting paid for it at the end, some of
us need more out of our work. Job redesign can offer teachers the opportunity to improve worker morale by
changing elements of the job.

Teaching swimming and water safety is the obvious core role of the swim teacher, but with ‘chlorine’listed
highly as an issue amongst teachers, rearranging activities can not only help alleviate these health
complaints but also fatigue and/or boredom.

The survey showed that 90% of swim teachers were employed on a part time basis and found that one third
of the issues at the workplace related to‘hours’on the job (either ‘too many hours’ or ‘not enough hours’).
Therefore varying the types of tasks they perform can provide flexibility in the hours they work, a change in
mental activity as well as physical well-being through movement and changes in body postures. For

example: 1T hour teaching / 1 hour administration / 1 hour customer service.

Recommendation: Create a pay scale commensurate on experience.

Wages for swim teachers varied between states, location (rural or metropolitan), who the facility was
operated by, qualification of the staff and also the size of the venue. The responses received ranged from a
minimum $15 (Small Regional and Large Regional) for a first year swim teacher to a maximum of $35 (Small

Metro) for a teacher who had given up to 10 years service.

The overall average payment per hour was calculated with the following results:

Average Payment: | 1st Year Teacher | 2nd Year Teacher | 3rd Year Teacher | 5th Year Teacher | 10th Year Teacher

$20.85 $22.10 $22.70 $23.30 $25.25

Once again the following factors; state, location (rural or metropolitan), who the facility was operated by
and size of the venue, effected the price charged for a‘learn to swim’ lesson. The minimum reported for a
30min/1 hour lesson was $8 while at the other end of the scale the maximum reported was $30. The

majority (60%) of respondents ranged in the $11-$15 group with the overall average equating to $11.65.

During 2003-04, the total expenditure by Australian households on sports lessons was $423.5 million and
according to the Australian Bureau of Statistics (Children Participation in Sport, 2007 Report) the sport with
the most noticeable change in the participation rate for children was swimming, which significantly
increased from 14% in 2000 to 17% in 2006. This increase occurred for both boys and girls and represents an

additional 82,400 children participating in swimming in 2006 compared to 2000.

Recommendation: With a huge influx of enrolments for swimming and water safety lessons,
swim schools may need to look at increasing learn to swim fees in order to

pay their teachers adequately.







The emphasis on learning to swim and water safety programs over the last few years has become evident
by the increased demand for swimming and water safety lessons. In turn however it has exacerbated the

perennial problem of finding and retaining sufficient teachers of swimming and water safety.

The demand of swim teachers currently outweighs the supply and the problem is predicted to get worse
with a strong job market, made all the more competitive by the skill shortages across Australia, a perception

that swim teaching is not a future career plus the level of pay looks set to exaggerate the problem.

Water safety education has been identified as a high priority and quality water safety education must be

made available to every Australian. A desperate shortage of swimming and water safety teachers will put
Australians at risk of missing out on crucial life saving skills which ultimately means an increased risk of

drownings.

AUSTSWIM will tackle issues highlighted by providing special teacher training programs for identified

groups and enhancing the skills of teachers in the education system.

AUSTSWIM will provide enhanced opportunities for online professional development, online courses and
assessment, maintaining currency through better and more regular communication with teachers and
course presenters and initiatives for swim schools, increasing communication and providing support and \

access to greater information.
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