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4 PHASES TO SUCCESSFULLY
HIRING YOUR NEXT GREAT COACH



PHASE 1: FIND APPLICANTS FOR THE JOB

Need to find the next great coach on your team? First, you have to find a pool of 
applicants for the position. There are a few different ways to go about this. You can do 
one, two, or all three methods to form your applicant pool.

METHOD 1: 
Ask aAsk around to find someone who is currently a member of your gym and is interested 
in coaching. There are a few pros and cons of this method:

PROS: 
- They already know all about your gym and your core values

- Other athletes may already know and trust them

- You likely know their personality and if they’d be a good fit

- If th- If they already have coaching experience, there’s a fast learning curve because they 
are already aware of many of your processes and the general flow of class from 
participating in them. They’ll be able to jump in much quicker than a coach who has 
never been to your gym before.

CONS:
- If - If you choose someone from within who has never coached before, and you help them 
get certified, it will take them a while to master the technical aspects of coaching, such 
as spotting and correcting movement flaws. Hiring someone with years of coaching 
experience and knowledge will likely be far superior in this aspect initially.

- Being a great athlete doesn’t necessarily guarantee he or she is a great coach. If 
someonesomeone’s main focus has been on making themself the best athlete they can be, it 
may be hard for them to shift that focus to helping others achieve their fitness goals. 
It’s not that they can’t do both. But, being able to shift their mindset to primarily 
helping others can be a hard transition for some people.

- If you had a previous relationship with this person, such as if you were close friends, it 
can be hard to transition that relationship into a boss/employee relationship.

METHOD 2:
TThe second way to find new coach applicants is through a simple posting on your 
gym’s Facebook page.

Example: “Hey, CrossFit X is looking for coaches. Anyone interested?”, and include how 
they should apply.



PROS: 

- This is by far the easiest and fastest way to promote the job opening. It takes about a

minute to post.

CONS: 

- Your audience is limited to those who follow your gym's Facebook page. This likely

isn't as big of a network as in method 3, so you're limiting yourself. But you could do

this in addition to method 3.

- If you are a new gym looking for coaches, this strategy won't work because your

Facebook audience hasn't been built yet.

METHOD 3: 

The third way to find a new coach is by creating a job description and posting it for 

dig ita I distribution. 

Details to include in the job description: 

- Title (head coach, part-time coach, full-time coach ... )

- Gym Name

- Gym Values

- Necessary Qualifications (such as holding a CrossFit Ll certification)

- Necessary Skills

- Job Expectations

- Compensation

Don't overlook adding your gym's values to the job posting. You want to hire someone 

who fits in with your gym. By letting them know upfront what your business stands for, 

those who don't fit in with your values likely won't apply. 

Places to post your job description: 

Your Facebook Business page has a job posting feature. Details about how to set this 

up can be found here: https://www.facebook.com/help/l54599485048533?ref=fbb_

jobs 

Barbell Jobs: It's an online job board dedicated to the CrossFit community where you 

can post jobs and coaches can apply: https://www.barbelljobs.com 

You can post the job on your personal Facebook page. You're likely friends with a LOT 

of athletes and coaches in your area and you may be surprised who applies. 

Search Facebook groups for local fitness groups in your area and post the job there. 

You can also post on sites like Monster, CareerBuilder, or Linkedln, but fees likely apply. 

You could also do a paid Facebook ad targeting a very select audience on Facebook, if 

you can get access to a coaching group/segment. 

https://www.facebook.com/help/154599485048533?ref=fbb_-jobs
https://www.facebook.com/help/154599485048533?ref=fbb_-jobs
https://www.barbelljobs.com


After you begin posting the job, make a new, slightly different post every 5-10 days 
until you have a handful of applicants that you think might be a good fit and you’re 
ready for the next phase.

PHASE 2: THE PRE-QUALIFICATION PROCESS

OnOnce you have a pool of applicants for the position, the next phase is to begin the 
pre-qualification process. It’s probably unlikely, but if you ended up with 20+ applicants 
in phase one, you’ll want to narrow them down to ideally 3-5 strong candidates before 
starting phase two. You can use some sort of filter, such as a cover letter or 
recommendation letter, to narrow the pool down before continuing. 

Now that you have ideally 3-5 strong candidates, phase two begins. Set up a 15-20 
minute phone call with each individual. The goal of this conversation is to see if the 
applicant can maapplicant can make it through to the next phase, the in-person interview. Your time is 
valuable, so you want to take advantage of the pre-qualification process to weed out 
anyone who you know won’t be a good fit. Topics to discuss:

- See what stage of life they are in. You want to find out if they’ll be able to commit to 
the position. For example, if they’re in the middle of their last year of college before 
starting a completely different career path, there’s a good chance that they won’t stay 
with you for long.

- - What is their background and experience in the fitness industry?

- What are they looking for in a coaching job? 

- When can they start? Do they need to relocate?

- Try to get a feel for who they are as a person. Does their personality align with your 
gym?

PHASE 3: THE IN-PERSON INTERVIEW

After you’ve conducted all of the prequalification phone calls and weeded out anyone 
who you know wouldn’t be a good fit, it’s now time to bring in the remaining 
candidates for in-person interviews.

One pOne practice that works well is to offer each candidate a free class immediately before 
their interview. For example, “Come in and take the 5 PM class and we’ll talk after”. You 
can use this class to see what standards they keep personally when working out at high 
intensity. Do they cheat reps or miss the movement standards? Also, observe what kind 



of person they are. Do they encourage other members, engage in small talk before 
class, or do they keep to themselves? See if their personality aligns with your core 
values. Give the candidate some time to cool down after class, and then invite them 
into your office or other quiet space for the in-person interview. 

During the interview, have two copies of the job description printed out. Give the 
applicant one and applicant one and review each piece of it with them. Additionally, discuss the core 
values of your gym and what they mean, and then ask them how they feel about them. 
You want to know that the person fits in with what your business stands for. Allow 
them to ask questions throughout and at the end, ask if they have any additional 
questions. If possible, bring in someone from high up on your team to join you, so you 
have a second opinion of the applicant.

During this entiDuring this entire process, look at how the person conducts themselves. Does their 
personality seem like a good fit for your coaching team? Are they boastful, 
compassionate, a leader, shy…take it all in. 

AAt the end of the in-person interview, some gyms like to ask the candidate to co-coach 
one session, alongside another lead coach. It can be great to do that now since they’re 
familiar with the class from taking it that day. Not all schedules can allow for this setup, 
so you’ll need to do what works best for your individual gym. But if you choose to ask 
them co-coach one session, see how they interact with the other lead coach. Are they a 
team player? How good are they at working individually with athletes, seeing 
mmovement flaws, and giving appropriate queues?  How do they interact with and lead 
the group as a whole? 

After you’ve interviewed everyone in your pool of applicants, you’re hopefully ready for 
the final phase: hiring.

PHASE 4: HIRING

Once you’ve finished the interview process with each candidate, it’s time to make a 
hiring decision. If you had anyone else from your team participate in the interviews, get 
their opinion on each candidate. Hopefully, you have found someone you like and 
you’re ready to offer them the job. If not, start again with Phase 1 until you find the 
perfect person for the job.

IIt’s not recommended to require candidates to take a few weeks of classes or shadow a 
few sessions before you make the decision to hire them. You can ask them to take one 
free class and/or co-coaching one session as part of the interview process (as 
explained above), but nothing more. Don’t waste their time or yours. It’s time to make a 
decision and proceed.



If the person you choose is not experienced enough, but you feel that they would be a 
great addition to the team, you can proceed with a coach onboarding program to 
prepare them. Help them get certified and have them shadow and receive mentoring 
from you or one of your top coaches until they’re ready to coach on their own.

If the person you choose is experienced and ready to start, invite them back for a 
formal job offering. This can be done over the phone, alternatively, if they’re from out 
of town and will be relocating.

AAt this meeting, give them a job offering letter including:
- We’re offering you the job
- Job title
- Who they report to
- Expectations from them
- What they can expect from you
- Compensation
- - Start date
- Please reply to this offer within 5 days

Once they accept the offer and begin working for you, continue to check in with them 
regularly. Sit down with your new coach every 30 days for the first few months and ask 
how they’re enjoying the job. Tell them what they’re doing well, and what they could do 
better, ask if there’s anything they need from you, and tell them how you’ll help them 
improve. Building a great relationship between you and your team from the start is 
crucial.crucial.

INTERN COACHES

As a final noAs a final note, in our industry, no matter how well you pay your coaches and how great 
of a leader you are, some will inevitably leave. They might have to move out of state, 
become pregnant, injured, or go back to school. Suddenly, you’ll be down a coach, 
which can be a huge inconvenience to you, your other coaches, and your athletes. For 
that reason, it is recommended to always have your next great coach in the works. 
Someone who is ready to step up when needed. Having an intern coach is a great way 
to do this. They shadow classes, receive training, perhaps co-coach a class here and 
thethere, and help with small tasks in exchange for a free membership and an 
understanding that when a position opens up, they’ll get it. By always having an intern 
ready, you’ll never suffer from low-staff issues again.


