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Board members of private clubs have very good reasons to pay attention to how 
their clubs recruit club managers and leadership team members. 

At the least, a wrong hiring decision only costs time. At worst, and es-
pecially with leadership hires, poor hiring decisions can negatively impact 
employee engagement, team and organizational performance, as well as the 
club’s culture and member experience. 
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By adopting best practices in recruiting, 
onboarding, performance management and 
career development, club leaders can drive 
efficient operations, reduce staff turnover 
and enhance the member experience. That 
starts with the recruiting process.

My experience at NexusTek, a North Amer-
ican managed services provider where I am 
the director of learning and development, 
substantiates this. The four recruiting prac-
tices I will describe, paired with others we 
use throughout the employee lifecycle, have 
helped us reduce staff turnover by 63 per-
cent and raise employee engagement by 88 
percent against industry benchmarks. These 
steps can also be used when hiring for any 
role—not just leadership or management.

Step one: Align stakeholders on the role’s 
requirements

Before posting a job or scheduling inter-
views, ensure key stakeholders (e.g., HR, 
department heads and general managers) 
align with what is needed. An up-to-date job 
description is essential.

Role responsibilities often change over 
time. Job descriptions, if they exist, are 
frequently outdated. Outline the required 
knowledge, skills and attitudes that the role 
requires, spend time creating or updating the 
job description and get feedback from rele-
vant stakeholders—including your HR team.

Don’t forget compensation. Check if your 
compensation is competitive with similar po-
sitions at other organizations, not just private 
clubs. There are many sources of benchmark 
data. Ask your payroll provider for recom-
mendations.

Step two: Create a job posting
Don’t make the mistake of using your job 

description as your job posting. The two share 
common traits but have different purposes: 
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1.	 The job description is a formal, internal document 
outlining the role and responsibilities. It’s often 
lengthy and ill-suited for advertising on job boards.

2.	 On the other hand, a job posting is an advertisement 
designed to attract candidates who are a good fit. It 
should highlight what differentiates the position at 
your club and sets it apart from other organizations. 
It should be short and to the point, with a strong 
value proposition that inspires a qualified candidate 
to apply.

Review job postings for similar roles on sites like Indeed 
and LinkedIn for ideas. Generative AI tools like ChatGPT or 
Microsoft Copilot can help, but avoid sharing proprietary or 
confidential data, or data subject to privacy laws.

Ensure your job posting satisfies relevant legal require-
ments, including compensation range, and if available, ask 
your marketing personnel to help optimize the posting.

Step three: Use a scorecard
A scorecard helps the hiring team compare and evaluate 

candidates by providing hard data about each candidate’s 
qualifications.

On the opposite page is a sample scorecard. A scorecard 
is easy to create. List your criteria. Record your score for 
a candidate using a 5-point scale. Leave space for written 

comments. You can then combine all candidate scores and 
ratings into a spreadsheet for easy comparison. Be sure you 
create questions that align with the scorecard so interview-
ers stay on track and focus on what matters. Ensure your 
questions don’t run afoul of labor laws.

You can also search the Internet for “candidate scorecard” 
or “candidate evaluation form” for more examples.

Step four: Building or buying talent and navigating le-
galities

Consider internal candidates. While this means investing 
in their development and attention to succession planning, 
benefits include faster onboarding, ramp-up and lower 
overall cost. Hiring from within shows that your club is com-
mitted to retaining and building talent, positively driving 
employee engagement.

Ensure your recruiting process complies with labor laws 
and regulations and avoid questions about race, color, reli-
gion, sex, or national origin. Many states extend those “pro-
tected classes” to others, including age and gender identity. 
Additionally, in some states, it’s illegal to ask candidates 
about their compensation expectations.

This is the first of a two-part series on hiring best prac-
tices. In Part II, we’ll dive into how to onboard your top 
choice candidate.   BR
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