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1.0 Background 
Since March 2020, the COVID-19 pandemic has affected all aspects of life in Alberta. Normal patterns of 
work, business and play were disrupted. Recreation and parks facilities and services across the province 
experienced varying degrees of closure and re-opening.  

As of the time of this report, recreation and parks organizations continue to adapt to changing operational 
restrictions related to COVID-19.  

1.1 Purpose of the Research 
The purpose of this project was to provide ARPA and its membership with a snapshot of the staffing 
situation for recreation and parks organizations in response to the restrictions experienced during the 
COVID-19 pandemic.  

More specifically, the research sought to answer three questions. 

1. a) What types of strategies did recreation and parks organizations use to manage their human 
resources in response to COVID-19 restrictions? 

b) What were the strengths and limitations of these strategies? 

2. In what ways, if at all, did the COVID-19-related human resources strategies change the recreation 
and parks organizations? 

3. What types of human resources strategies, if any, are expected last beyond the context of the COVID-
19 crisis? 

 

The lessons observed from the experiences of member organizations in this sector can identify strategies 
and techniques used to support labour market flexibility, a resilient Alberta recreation and parks labour 
force, and be used to inform future management of human resource decisions in crisis situations. 
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2.0  Methods 
A systematic process informed the research design and tool development.  

• The project started with a scan of peer-reviewed literature. Contextual input was sought from 
Steering Committee members through a survey and a meeting. See Appendix A. 

• Analysis of the key points from the literature and Steering Committee input informed the research 
framework, which outlined the priority areas of inquiry for the research and indicators. See 
Appendix B.  

• Indicators in the research framework informed the survey and interview questions in the mixed 
methods data collection tools. See Appendix C.  

• The ARECCI guidelines informed identification and mitigation of ethical risks. See Appendix D. 

 

2.1  Research Design and Tool Development 
The research was designed with a mixed methods approach that intentionally combined quantitative and 
qualitative research paradigms to produce breadth and depth of understanding about the areas of 
interest.  

• Quantitative methodology using surveys assessed the “magnitude and frequency of constructs.”1  
o Analysis of the survey data showed broad patterns and trends in the areas of interest and 

informed purposive sampling for qualitative methods.  
• Qualitative methodology, interviews, explored “the meaning and understanding of constructs.”2 

o Analysis of the qualitative data yielded nuanced and contextually sensitive insights.  

Collecting mixed methods data from different sources and perspectives allowed triangulation and 
increased confidence in the research results. This approach produced high quality research results that 
ARPA can trust and use with confidence.  

 

2.2 Data Collection and Analysis 
2.2.1 Online Survey  

The online survey was grounded in the research framework and consisted of three sections:  

• Demographic questions collected from all respondents 
• Recreation specific questions collected only from respondents who managed recreation staff 
• Parks specific questions collected only from respondents who managed parks staff 

In order to reduce burden, the survey was designed to make best use of the respondents’ time and 
experience. To this end, if they answered “no” to managing recreation staff, or if they answered “no” to 
the question “Has Covid-19 changed how staff work in your recreation organization?”, they skipped the 

 
1 Meissner, H.I. (no date). Best Practice for Mixed Methods Research in the Health Sciences. Office of Behavioral 
and Social Sciences Research. (p. 6). 
2 Ibid. 
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specific questions around how staffing changed and was managed. The same questions were asked of all 
for parks organizations, and if they answered “no”, they were skipped to comments 

The survey questions were collaboratively reviewed and revised with ARPA. The programmed version was 
also piloted with ARPA (See Appendix C).  

 

Survey distribution  

• The ARPA identified and compiled a contact list of managers across the sector.  
• The ARPA sent the survey link directly to 176 unique email addresses.  
• The survey was open for 2 weeks; 2 reminders were sent after the initial invitation to participate.  

 

Survey response 

89 individuals responded 

• Of these 10 were screened out of the survey because they did not manage staff in either 
recreation or parks.  

• Throughout the survey, people answered only the questions that were relevant to their work (skip 
pattern).  

 

Analysis of survey data 

• Survey data from closed ended questions were analyzed through descriptive statistics 
(frequencies) in Excel.  

o Constant comparison coding was used for the open-ended survey question.  
• The skip pattern in the survey design meant that organizations that indicated they were not 

affected (answered No) did not answer questions in that section. This ensured that the analysis 
focused on the best understanding of what strategies and changes occurred in response to COVID 
restrictions. 

• The results informed purposive interview sampling and prompts for interview questions.  
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2.2.2 Telephone Interviews  

• Interview questions were informed by the research framework; prompts were added based on 
survey results.  

• The questions were collaboratively reviewed and revised with ARPA (See Appendix C).  

 

Interview participation 

• Participants were purposively sampled, based on initial survey results about areas to explore 
more deeply. ARPA led the identification and invitation of interview participants.  

• Representatives from six organizations were invited for an interview. These participants held 
perspectives from:  

o Solely a parks department (n=1) 
o Solely a recreation department (n=2)  
o Departments with both rec and parks staff (n=3) 

• Five organizations were municipal governments and one was a not-for-profit. Two people 
participated in a co-interview from one organization.  

• A total of 6 semi-structured interviews were completed with 7 representatives of 6 organizations 
(1 co-interview). The interviews ranged from 30-45 minutes long.  

• The interviewer took notes during the interviews with permission from the representatives. All 
participants reviewed and validated the interview notes from their interview.   

Analysis of interview data 

• The interview notes were analysed through constant comparison coding.  

 

2.2.3 Integration of Mixed-Methods Data 

Data integration was facilitated by analytical template, which was grounded in the overarching research 
framework. This brought together survey and interview results to provided fulsome answers to the 
overarching questions. 

ARPA and the Steering Committee were re-engaged for participatory interpretation of the results and 
collaborative development of recommendations.  
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2.3  Limitations 
Scope 
As is common in all research, time and resources determined the scope of the study. These parameters 
framed all aspects of the study: the areas of inquiry, research questions, data collection methods, and 
number and type of participants. They also contributed to limitations that should be considered when 
interpreting the research results.  

• The scope intentionally focused on the staffing experiences of those who work in community 
recreation spaces, which tends to be municipalities and non-profit organizations.  

o Given the scope, engagement strategies did not reach other types of recreation 
organizations, such as private or Indigenous organizations.  

o It is not known to what extent these results resonate with the experiences of staff in the 
other types of recreation organizations.  

• Both methods of data collection had small sample sizes. The small sample size of the survey 
precluded inferential analyses. Similarly, the scope of the project limited the number interviewed 
organizations to six.  

o Saturation was reached in the qualitative analysis and the integration, but it is possible 
more survey respondents or interviews could have revealed other novel themes.  

Self-Selection Bias 
There was a potential for self-selection bias. 

• Those who did not feel their organization was strongly affected by COVID declined to answer.  
• Conversely, people may not have answered if they felt overwhelmed by the continued need to 

respond to the pandemic.  

Snapshot in Time 
The results of this work are a snapshot in time during the 4th and 5th waves of COVID-19 and various 
restrictions. The significance of the results may create lasting impacts that echo over time, or fade as 
Alberta and the sector move on to other priority foci. 
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3.0 Research Participants  
3.1 What are the characteristics of the participating organizations?  
 

79 organizations participated in this research project. 

 

Strong municipal government perspective 

• 4 out of 5 recreation survey respondents were from municipal government organizations  
(81%, n= 58). 

• Nearly all of the parks respondents (97%, n=38) were from municipal governments.  
• Five municipal government organizations were represented in the interviews.  

Some recreation respondents were from Not-for-Profit organizations.  

• 15% (n=11) of survey respondents and one of the interviewed organizations. 

The remaining 4% (n=3) of survey respondents were from post-secondary institutions.  

There were no representatives from private or Indigenous organizations.  

 

Urban environments 

• Almost all of the survey respondents worked in cities (49%, n= 39) and towns (47%, n = 34). 
Five of six organizations in interviews served urban populations (cities or towns). 

• A greater proportion of the parks organizations were located in rural area Municipal Districts or 
counties (14%, n=4), as compared to the proportion of rural in the recreation sample (6%, n=4). 
One rural organization was part of the interview sample.  

 

Large city (population over 250,000) 

Medium sized city (population between 50,001 and 250,000) 

Large town or small city (population between 10,001 and 50,000) 

Medium sized town (population between 3,001 and 10,000) 

Small town (population under 3,000) 

Rural area (MD/County) 
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Large proportion of recreation perspectives 

• A greater proportion of the 79 survey respondents provided a recreation perspective  
(91%, n=72) than a parks perspective (49%, n=39).  

o Of these, 51% (n=40) were recreation only, and 10% (n=7) were parks only, with the 
remaining 40% (n=32) answering for both perspectives3. 
 

• Most of the interview participants (5 of 6) contributed a recreation perspective, including a dual 
recreation-parks perspective.  

“Some parks functions are integrated into  
recreation departments and others are separate.”   

 
3 Percentages may not add up to 100% because of rounding. 

Cities Small cities or towns MD or County 

Cities Small cities or towns MD or County 
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4.0 Research Results 
The research results are organized to answer each of the questions. 

 

Research Question 1. a) What types of strategies did recreation and parks organizations use to manage 
their human resources in response to COVID-19 restrictions? 

 

4.1 What happened to how staff work? 
Starting in March 2020, COVID restrictions affected how staff work in the majority of recreation  
(96%, n=69) and parks (75%, n=29) organizations. 

  

 

 

Interview participants further explained that  

“[COVID] restrictions and related revenue losses impacted all 
organizational departments. No department was untouched.”  

  

No 
=3 

No = 10 
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4.2  How did the work change? 
“Everyone’s work life has been changed.”  

 

The greatest changes occurred for the staff responsible for recreation programming.  

“Changes occurred where we had staff involved in the 
delivery of programs, events and youth programs”. 

• The nature of the work changed within the department, with services delivered through online 
and outdoor programs.   “Indoor recreation programmers shifted to an outdoor setting.” 

• Staff were re-assigned to another part of the organization, either because their work could not 
change or there was a need for support in departments with increased demands.  

Please rank the ways COVID-19 has changed recreation staff's work, from the most 
changed (1) to the least changed (5) 

n=69 

Reduced 
physical 
interaction 
w 
customers  

Remote 
work 

Virtual 
program 
delivery 

More work, 
fewer staff 

Less work 
to do 

Most change 1 19 7 5 28 1 
2 22 15 10 12 6 
3 16 10 26 5 6 
4 6 15 11 16 15 
Least change 5 1 13 9 5 35 
Blank 5 9 8 3 6 

 

 

Overall, 69 recreation organizations reported 
seeing the most changes in: 

1. Reduced physical interaction with 
customers   

2. Virtual program delivery, although 
online delivery of some programs 
was not always “financially viable.” 
(Interview participant) 

3. More work with fewer staff 
 
 

In other words, recreation “services continued and programming staff had work to do.” 

Reading Heat Maps 

As higher values “heat up”, the colour display is 
more intense. 

Thus, above we see 45 organizations noted 
more work, less staff in their top three changes. 

Less work to do was noted by 35 as the least 
significant change during Covid. 
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• 73% (n=50) of recreation organizations reported that they did NOT have less work to do4. 
• In 58% (n=40) of the organizations there was more work to do with fewer staff to do it5. 

o However, this was a lower impact for almost half of the organizations (30%, n=21)6. 

 

 

Recreation infrastructure and maintenance staff did not experience substantial changes in their work. 

“Facility closures provided an opportunity to do more 
thorough maintenance than when a building is in use”. 

 

 

Please rank the ways COVID-19 has changed parks staff's work, from the most change (1) 
to the least change (5) 

n=29 

Reduced 
physical 
interaction 
w 
customers  

Remote 
work 

Virtual 
program 
delivery 

More work, 
fewer staff 

Less work to 
do 

Most change 1 13 1 3 7 0 
2 6 1 7 10 1 
3 6 5 5 5 5 
4 1 8 6 2 8 
Least change 5 0 11 4 1 10 
Blank 3 3 4 4 5 

 

Three-quarters (74%, n=29) of parks organizations reported that COVID-19 changed how staff work.  

• Like recreation, they had reduced physical interaction with customers. 
 

  

 
4 Least change 4 and 5 
5 Most change 1 and 2 
6 Least change 4 and 5 
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In addition to having more work to do, with fewer staff, parks staff had different work than usual. They 
attributed these changes to: 

• Lack of seasonal staff 
• Increased use of parks 
• Seasonal contractors who were unable to meet their obligations and “walked away from the 

contract”, e.g., parks mowing contracts 
• Lack of infrastructure to complete some parks duties (e.g., “we have no mowers, no equipment 

operators on staff”) 
 

In adapting to these changes, interview participants described parks staff as “resourceful.”  

“There were things you couldn’t image they would be tasked with – but 
they did it and we managed to keep council and customers happy."  

 

 

4.3 What happened with recreation and parks staff positions? 
 

Note: The analysis from this point on includes only the organizations that reported COVID affecting 
staffing positions and work. 

This includes responses from a total of 50 recreation and 29 parks organizations. 

 

Leaving out newly recruited staff, what proportion of recreation 
employees were directly affected by staffing changes? 

None 0 
<25% 9 

26-50% 10 
51-75% 9 
>76% 22 

 

 

 

 

 

 

 

Leaving out newly recruited staff, what proportion of parks 
employees were directly affected by staffing changes? 

None 0 
<25% 8 

26-50% 1 
51-75% 2 
>76% 5 
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Fifty of the 69 (72%) recreation organizations indicated that COVID restrictions had a direct impact on 
staffing:  

• Of the 50 organizations affected, 31 (62%) reported more than half of the recreation positions 
were directly affected  

• 9 (18%) of recreation organizations said less than a quarter of their staff were directly affected. 

Half (n=16) of the parks organizations reported employees were directly affected by COVID restrictions. 

• Of those affected, 8 (50%) organizations reported position changes in over half of the 
staff, and 8 (50%) organizations estimated less than a quarter of staff were affected. 

 

 

Both recreation and parks organizations had a common goal of protecting full-time staff. Often referred 
to as a "core employee group" or "core leadership group", efforts focused on avoiding permanent lay-
offs with members of this group.  

• In both recreation and parks organizations, the most common strategies used to manage full-time 
employee positions were job re-assignments within the same area, position transfers and 
temporary lay-offs.  

• In recreation organizations,  
“if online or remote work wasn't possible, they [staff] were re-
deployed or re-assigned to different work in the organization.” 

 
• The aim was to keep full-time permanent staff working – somewhere – in the organization.  

 
“[The re-deployed staff] got involved with transit – aided and 
assisted them with snow and ice control at transit stops, this  

means they were shovelling snow.” 

 

  What strategies were used to change recreation employees' positions? 

Recreation 
Staff n=507 

Job re-
assignments 
within same 
area 

Position 
transfers 

Perm 
layoff 

Temp 
layoff 

Voluntary 
unpaid 
leave 

Mandatory 
reduction 
hours 

Voluntary 
reduction 
hours 

Recruited 
new staff 

FT 33 28 10 27 6 9 10 14 
PT 28 19 13 34 3 12 4 25 
Casual 16 6 14 29 4 16 4 23 
Contract 2 0 6 10 1 3 3 4 
Did not use 6 13 26 4 38 25 33 14 

 
7 Each of the 50 Recreation organizations used strategies in varying ways for different types of staff, thus the totals 
for each column/row will not be consistent. 
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Part-time, casual/contract and seasonal staff positions were reduced.   

• In recreation organizations, part-time, casual and contract staff lost their jobs when facilities were 
closed. Temporary lay-offs were the most common strategy used with each of these staff 
categories.  

o Full-time staff were much less likely to experience either temporary or permanent layoff 
or mandatory reduction of work hours than other staff 

o Position transfers and voluntary reduction of work hours or unpaid leave, where used, 
was relatively evenly split between full time and other staff.  

• When hiring, organizations were much more likely to hire into part time or casual staff positions. 
• Interview participants described multiple rounds of lay-off-recall-layoff with staff in these 

categories.        
“Casual staff have been laid-off twice.”  

 

 

  What strategies were used to change parks employees' positions? 
Parks 
Staff 
n=168 

Job re-
assignments 
within same 
area 

Position 
transfers 

Perm 
layoff 

Temp 
layoff 

Voluntary 
unpaid 
leave 

Mandatory 
reduction 
hours 

Voluntary 
reduction 
hours 

Recruited 
new staff 

FT 5 3 0 3 0 0 1 1 
PT 5 3 0 7 1 3 2 6 
Casual 2 3 4 6 1 1 2 3 
Contract 0 0 0 0 0 0 0 0 
Did not 
use 6 9 12 8 15 13 13 9 

 

Parks organizations let-go part-time and casual staff through temporary lay-offs, but in these 
organizations the majority of staffing reductions were achieved by not hiring seasonal staff. Staffing was 
primarily maintained through job re-assignments and position transfers. 

“We reduced seasonal staffing [summer jobs] throughout 
the years… none were hired in 2020.”  

 

  

 
8 Again, each of the 16 Parks organizations used varying strategies. 
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Research Question 1b) What were the strengths and limitations of these strategies? 

4.3.1 Impacts on people and teams 
 

Re-assignment presented a growth opportunity 

Many recreation staff who were re-assigned or re-deployed had an opportunity to maximize their skills 
(72%, n=36).  

“Some staff at the administration support level were redeployed to 
other areas and able to experience a different kind of work…These staff 

got background knowledge about how other departments operate.” 

 

 

Tension within the teams 

Recreation teams experienced tensions between those who are able to work from home and those who 
must work onsite (66%, n=33). Although remote work was not relevant to most parks staff, there was 
tension about working during the pandemic within these teams, too (56%, n=9).  

“Staff would express resentment about not being able to work from home; 
“’you don’t care for us, easy for you cause you’re working from home’.” 

 

Interview participants reported that some on-site staff resigned their positions. Others experienced 
anxieties about continuing to work on-site and required accommodations, such as different shifts or 
different locations of work to reduce exposure to the public.   

"A lot of support was needed for staff throughout the pandemic." 

 

 

Universally stressful  

Throughout the pandemic, interview participants described that everyone has experienced family stress 
and work stress at the same time. They noted that individuals who did not lose their jobs still felt the 
impacts of stress in the broader environment, such as layoffs in other parts of organization or family 
members’ job losses.  

"This was the first time career and home issues were all terrible at the same 
time for everyone. There was stress and anxiety at home and work at the same 

time. Everyone has elderly parents or kids at school – no one was untouched."  
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A substantial, but unrecognized, burden on leaders  

The rapid pace of changes related to COVID-19 was unanimously described as “overwhelming” and an 
“unprecedented management challenge.” Senior leaders described a huge workload: responding to 
COVID-19 restrictions involved repeatedly considering budget implications or limitations, preparing 
multiple plans, revising and adjusting plans and implementing plans. 

“We ended up running multiple shift start/end times to limit interaction. 
Would not recommend! Supervisor worked an average of 14 hrs/day.”  

 

The continued response has taken a personal toll on leaders. Some interview participants vividly described 
the emotional toll of staff termination/layoff decisions, for which a small group of senior leaders typically 
bore responsibility. Even leaders with decades of experience described feeling high stress.  

“An unprecedented, prolonged level of extreme stress.” 

“Senior leaders are tired. We have been carrying 
a heavy load for more than 20 months.” 

 

 

Risk of worksite conflict  

Staff are the face of an organization’s response to COVID-19 restrictions. Throughout the pandemic staff 
have borne the brunt of public dissatisfaction – and anger – over the restrictions. Senior leaders expressed 
concerns about protecting staff from conflict related to COVID-19 restrictions. 

“Instructions to staff: Offer a mask and if the person doesn’t 
want to wear it, let them go. Don’t start a fight.” 

“There is huge unrest around compliance and community opinions about 
vaccinations. All of this impacts the programs and services in the facilities. No answer 
for it, but it’s a huge one for ARPA to be aware of… in [City], the level of unhappiness 

from residents is ramping up by the day. It’s worse than the start of COVID.” 
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Research Question 2. In what ways, if at all, did the COVID-19-related human resources strategies 
change the recreation and parks organizations? 

4.4 How did the organizations change? 
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In some cases, the staffing changes related to COVID-19 led to the re-assessment of specific roles in 
recreation (70%, n=35) and parks (69%, n=11) organizations9. Some roles within the department stood 
out as critical, and leaders recognized a need to address succession vulnerabilities when the position was 
held by a single person.  

Staffing changes enabled some recreation organizations to retain high performing, essential staff, while 
releasing others (50%, n=25). In other words, it made the termination of some staff easier. This was not 
the same in parks organizations where only one respondent (6%) agreed with the statement. 

“We were able to permanently let go a couple of people. That was a good thing. 
We had already started the termination process, but COVID made it easier.”  

 

Acceleration of planned changes 

Other respondents reported being able to restructure staffing or management for more efficient 
operations (54%, n=27 in recreation; 44%, n=7 in parks). A few interview participants explained that the 
pandemic changes sped up re-organization processes that were already underway or planned 
renovations.  

 

 

3.4.1 Impacts on the recreation and parks programs and services  
 

Creative delivery of programs and services  

Recreation and parks organizations sought to continue to meet their communities’ needs. A common 
strategy was to offer the same programs or services in creative, new ways (recreation 78%, n=39; parks 
63%, n=10). 

• Online and outdoor programs  

Many recreation organizations tried online or virtual recreation programming, as well as shifting classes 
outdoors.  For some, remote/virtual programming enabled greater reach to people in rural areas and they 
anticipated a "hybrid model in the future". 

 

  

 
9 Agree and strongly agree totals. 
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Others found online/virtual programs were not financially viable, largely due to small class attendance 
numbers, and discontinued the classes.  

• New ways to celebrate  

Unable to “cluster 5,000 – 10,000 people in one location”, recreation planners tried different strategies to 
continue community events, and learned over time what the community preferred. 

“In the first year, staff tried a virtual Canada Day pancake breakfast.  
I give people credit for creativity, but the reception was lukewarm 

…  

In the second year, rather than collecting residents in one location for a big 
event, staff moved programs out to community. There were street performers 

across a dozen neighborhood parks, small and distributed events.  
This was better received.” 

 

 

Lower quality of services in recreation and parks 

Interview participants explained that their departments were unable to provide the quality of services 
communities expected due to a myriad of factors: 

• Replacement staff did not have the same level of skills and experience that laid-off staff had. 
• Training resources focused on development of the replacement staff, so professional 

development for others stalled.  
• Fewer staff, in general, were simply unable to complete the volume of work. This was especially 

apparent in parks. 
“Parks was unable to provide weekend maintenance 

of outdoor fields and ball diamonds.”  
 

We couldn’t pivot and hire more staff, so just did the best we could. 
We did a lot of communicating that ‘we’re just doing the best we 

can’, communicating why the park is looking terrible.”  

 

Reduced service levels in recreation  

Staffing shortages led to reduced hours of operations and programs limitations.  

• In aquatics and pool operations, some pools were unable to fully operate due to a lack of 
lifeguards and swimming programs were restricted by a lack of qualified staff.  

 
“Some of our higher-level swimming lessons 

will take a few years to be able to offer.”  
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Unable to meet community expectations 

Recreation and parks organizations received more community complaints about reduced service quality, 
and less service availability, than before the pandemic.  

“We had less people booking ball diamonds, no tournaments, and more 
community people using the fields. Parks staff were not able to keep up 

with maintaining quality because there were no weekend crews.  

By Monday the condition of the fields was not what staff are used to. And 
we got community complaints about the mounds being beaten down,  

the grass not short enough.” 

 

 

The organizations also received complaints about COVID-19 restrictions, such as mask mandates and the 
Restrictions Exemption Program. Complaints were from citizens and elected officials.  

“The burden of monitoring the AHS guidelines and the abuse that has been put onto 
our staff is incredible. We do our best of offer what we can but ultimately, I feel we are 
the punching bag for all unhappy people whatever their gripe is with covid, guidelines 

and changes to programming. So many unhappy people with no outlet for their anger.  

Our staff is over whelmed by the continued changes to protocol that AHS has put in 
place to protect the people and the resulting anger/frustration the patrons feel.”  

 

 

Front-line staff deal with more complaints and more negativity in their work life (which added to the stress 
and potential for conflict at work). Interview participants reported that managing public expectations 
continues to be an ongoing challenge to navigate.  
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Research Q 3. What types of human resources strategies, if any, are expected last beyond the context 
of the COVID-19 crisis? 

Some new hygiene practices are improvements to maintain 

A few participants described pandemic-related practices that will be sustained by their organization even 
after the pandemic is over. Referred to as "healthy habits", this included cleaning practices and an 
expectation of staff staying home when sick.  

 

Reduced employee commitment  

Both recreation (54%, n=32) and parks (75%, n=12) report a reduced sense of employee commitment to 
the organization. There was concern that following successive rounds of lay-offs and recalls that in the 
future, people may be less willing to work for municipal government, specifically in the recreation field.  

"People thought they were safe in recreation, they never expected a layoff, 
so when it happened it changed their mind about staying in the field." 

"A lot of staff who were laid off did not return to work.  
They left recreation to seek more reliable work.” 

 

Survey respondents also reported more difficulty keeping qualified staff in recreation (56%, n=28) and 
parks (56%, n=9). Some recreation organizations lost skilled and experienced staff who were not easily 
replaced; this capacity loss is especially evident in aquatics. All recreation interview participants with 
aquatics in their department described being unable to fully open pools because of a lack of lifeguards.  

 

Recruitment and retention challenges 

Interview participants described anticipating worsening recruitment and retention challenges in both 
recreation and parks. This was expected to be especially problematic with seasonal employees.  

“Now because of inflation and the potential boom we have to keep up or we’re going 
to lose people. Factor of what’s coming – [will we need to] fight to keep our staff and 

need to raise wages to do this? Are people going to shift their jobs and careers?   

We’re having these conversations, even about seasonal recruitment.  
Will they take our $22/hour job when higher paying work is available elsewhere?”  

 

Participants also explained that municipal employers could not compete with private sector rates of 
remuneration. Survey responses unanimously indicated that parks and recreation organizations did not 
provide bonus pay to maintain client access to “essential” staff during the pandemic.  
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4.5 What did the organizations learn? 
 

4.5.1  Positive relationships enabled clarity  
Positive relationships with unions enabled clarity about processes and supports for staff. 

In the four of six interview organizations with unionized staff, the employers and unions had a shared 
focus on doing what was best for union staff. There was open communication about how to support staff 
through changes. Together, the employer and unions: 

• Came up with a plan to manage staffing changes.   
• Worked together to re-deploy in-scope staff and keep FT staff working 

“We developed a letter of understanding that outlined layoff 
and recall processes, and re-deployment processes.” 

 

4.5.2  Communication is key 
Communicate frequently, transparently, and consistently with everyone in the organization.  

• Be consistent about the COVID-19 restrictions and related procedures in the facilities 

“Give staff tools, such as common messaging about expectations 
about sanitizing, or a script about the municipal mask bylaw.” 

• Be clear about layoffs and the organizational responses to the restrictions (what will happen to 
their job) 

• Avoid promises and definitive statements to staff because of the rapid pace of change, (e.g., no 
firm, specific start dates) 

• Create a single source of contact for consistent information 
• Ensure all staff have access to electronic communications, but still use multiple methods to 

communicate (email, print and post, virtual town hall) 

“…previously non-wired seasonal staff did not have corporate 
emails or cell phones…”  

 

While timely communication was described as critical, recreation and parks participants reported they 
learned not to rush to communicate, and endeavored to “be less reactive to the situation” 

 

Recreation interview participants expressed a strong preference for their staff to work in office, even if 
staff were delivering remote programming. They believed having their team together, in-person, 
facilitated communication and mutual support.  
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Opportunities to communicate with others across the recreation and parks sector to collaboratively 
interpret public health directives, and collaboratively determine how to operationalize the restrictions 
in recreation contexts were valuable.  

• ARPA sessions that facilitated peer learning were perceived as supportive and helpful.  

“I appreciated the ARPA town hall meetings with provincial representatives, like  
Dr. Hinshaw. I was able to get information about what other organizations are doing.”  

 

Clear and consistent communications with the public  

 Interview participants aimed for public communications that educated their clientele. 

• COVID-19 restrictions 
• Rationale for organizational policies  
• Organizational complaint processes (e.g., answer in 24 hrs) 
• Rationale for changes to policies or processes  

 
 

4.5.3  Flexibility and adaptability were key to all of the responses 
Interview participants reported that the strategies that worked well were flexible and adaptable, and 
enabled the organization to find new ways to provide recreation services to residents AND ways to keep 
staff working.  

 

 

4.5.4  Ensure staff have supports  
All interview participants expressed a strong commitment to staff well-being and verbalized the 
importance of positive relationships, both interpersonally and between the organization and its staff. 

 

Senior leaders tailored staffing changes to individuals’ preferences as much as possible. Leaders discussed 
with staff: 

• Options and preferences for employment, such as reduced hours with a virtual fitness class vs. 
temporary lay-off 

• When it was more advantageous for an employee to be laid off.  
“Sometimes it was more beneficial for them to be laid off. It might be 

better for them to get the [CERB] benefits if we knew they were only going 
to get minimal hours… we wanted to get staff eligible for benefits ASAP.”  
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Federal government programs also influenced organizational decisions about layoffs, especially the timing 
of layoffs.  

• Affected how long an organization could keep staff working. 
“At the height of the pandemic, we had 85% of wages covered by CEWS subsidy…”  

 

Interview participants expressed a sense of concern for the emotional well-being of staff and ensured laid-
off staff were aware of the range of supports available to them within the organization and community 
at-large. 

“EAP, employee support program, counselling, FCSS, 
early childhood supports, mental health options…”  

 

 

4.5.5  Resilience and optimism persist 

A theme of resilience – the ability to successfully adapt during adverse events – was evident across all 
interviews.  

Participants described trying multiple strategies to navigate pandemic conditions and continuously 
learning what worked or did not work. All expressed a sense of pride in their teams’ pandemic response.  

 

Some described specific ways of acknowledging and celebrating staff flexibility and resilience. They 
remained optimistic about providing recreation and parks programs and services to their communities.  

“We intentionally aim to have a positive outlook about 
future; we’re not focusing on negatives and challenges.”  
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5.0  Conclusions and Recommendations  
This research project occurred between September 2021 and February 2022. During this time, both the 
fourth and fifth waves of the COVID-19 pandemic occurred. The results are situated in and shaped by 
the pandemic context.  

 

5.1 Validation 
The research results validate many changes that have been heard by those who work in the sector. 

• Recreation staff have experienced the most change. Parks staffs’ work has not changed much 
during COVID, but they are completing more work with fewer people. 

• Organizations reduced their staffing capacity at the start of the pandemic and staffing levels 
have not fully returned to pre-pandemic numbers.  

• Seasonal and casual staff capacity has been lost.  
• Senior leaders are coping with unprecedented stress, anxiety and burden in their work.  
• Front-line staff experience more conflict in their daily work lives, both within their teams and 

with members of the public. 

 

5.2 Pay Attention 
There are several key themes that that are likely to affect the sector in the near future. 

• Recruitment and retention of qualified recreation personnel is a challenge that intersects all 
aspects of organizational operations. Staff losses are especially acute with seasonal/casual 
employees and areas with advanced training, such as aquatics.  

• Maintaining good relationships is critical to navigating department operations and pandemic 
responses. This includes relationships between employers and unions, as well as relationships 
among team members in organizations.  

• Communications that are transparent, frequent and broadly engaging support positive 
relationships. 

• Leaders continue to perform multiple roles and navigate unprecedented situations. Many are 
stressed and overwhelmed.  

• Recreation and parks organizations have reduced capacity to provide programs and services to 
communities, but some community members have not aligned their expectations with the new 
reality. Expectations management continues to be required.   

• Recreation and parks professionals are resilient. In spite of many challenges, they have found 
creative and resourceful ways to provide programs and services to their communities.  
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5.3 Recommendations 
• Understand more fully the factors related to recruitment and retention of qualified recreation 

personnel in the current context: 
o To inform future hiring and retention practices, explore why people left the field, where 

they are working, and why they are not returning to recreation.   
o Identify gaps in training for sector roles and leadership. 

 

• Acknowledge the increasingly challenging workplace in recreation and parks, resulting from 
both internal interactions and interface with the public. Respond by: 

o Getting clarity about what types of supports leaders need and who is best situated to 
provide support.  

o Determining what type of supports and connections are needed by the sector, and who 
is best positioned to meet the needs.  

o Continuing to intentionally provide networking and connection opportunities for sector 
personnel to share and learn from others who share a similar context and challenges. 

 
 

• Given capacity reductions in the sector, encourage community recreation and parks 
organizations to gain clarity about: 

o The priority populations to serve in a local context. 
o What ‘core’ programs and services must be maintained, as compared to the programs 

and services that can be offered by others. 
 
 

• Explore the role of provincial organizations to support the sector by: 
o Providing and promoting competency-focused education and training for all levels 

of staff in recreation and parks organizations. 
o Staying connected with post-secondary recreation and parks training programs in order 

to convey sector training needs. 
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6.0  Appendices 
6.1 Appendix A: Foundations of the Research  
Implications of COVID-19 for Human Resources Management 

Key Themes from Brief Literature Scan & Steering Committee Survey 

 

Sources 

Collings, D.G., McMackin, J., Nyberg, A.J., Wright, P.M. (2021a). Strategic human resource management 
and COVID-19: Emerging challenges and research opportunities. Journal of Management Studies, DOI: 
10.1111/joms.12695 

Collings, D.G., Nyberg, A.J., Wright, P.M., McMackin, J. (2021b). Leading through paradox in a COVID-19 
world: human resources comes of age. Human Resources Management Journal, DOI: 10.1111/1748-
8583-12343.  

Zhong, Y., Li, Y., Ding, J., Liao, Y. (2021). Risk management: Exploring emerging human resource issues 
during the COVID-19 pandemic. Journal of Risk and Financial Management, DOI: 10.3390/jrfm14020228 

Steering Committee Survey (n = 7 responses) 

 

Background from Literature  

• Strategic human resources management encompasses “the determinant of decisions about HR 
practices, the composition of human capital resource pools, the specification of the required human 
resource behaviours, and the effectiveness of these decisions… “(Collings et al, 2021a, p1). 

• “By late March, 81% of all workers lived in countries with recommended or required workplace 
closures and at the end of June 2020, 93% of the world’s workers resided in countries with some 
type of workplace closure remaining in place (International Labour Organisation (ILO), 2020 cited in 
Collings et al., 2021b, p.3) 

• “…the pandemic has resulted in many conflicting priorities for organizational leaders with 
unprecedented levels of uncertainty and tension.” (Collings et al., 2021b, p. 5)  

• “The spread of COVID-19 has lasted more than a year, and its effect on HR issues will remain in the 
long run. The great challenge organisations are facing today is not a single event but a new 
normal…” (Zhong et al., p. 1) 

• Must acknowledge heterogeneity across industry sectors – not all sectors have experienced COVID 
in the same way (Zhong et al., 2021). Leading issues in recreation are related to job loss and flexible 
workforce (Zhong et al., 2021) 
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Key Points  

Literature Steering Committee Survey 
1. a) What types of strategies did recreation and parks organizations use to manage their human 
resources in response to COVID-19 restrictions? 
Change the HR pool; AKA the flexible 
workforce 
- Job transfers & re-assignments 
- Reduce payroll 
 
Digital transformation of work 
 
Bonus pay for those who cannot work 
remotely 
 
Invest in employee training & skill 
development 
 
Facilitate links with extra-organizational 
initiatives that buffer job/income insecurity   

Organizational level 
- HR policy changes/adaptations 
- Hiring incentives for new staff 
 
Manager level 
- Simultaneously manage workforce needs and 
corporate/organizational needs (navigating) 
- Support for managers, who in turn, support 
service delivery staff? 
 
Staff level 
- Retraining staff for redeployment 
- Maximize use of existing skills for new 
assignments 
- Increasing commitment to the organization from 
new part time staff 
- Remote work arrangements 
- Policies and incentives to recruit staff 

1 b) What were the strengths and limitations of these strategies? 
Strength: Organizational support may buffer 
job insecurity 
Limitation: Performance management 
challenges with remote work 
 

 

2. In what ways, if at all, did the COVID-19-related human resources strategies change the 
recreation and parks organizations? 
Shifts in service delivery 
Loss of people (quitting, not coming back) 
Increased inequity and inequality 
Tension in the work unit 
Negative organizational impacts related to staff 
reductions 
 

What has been the influence of corporate culture on 
hiring practices? 

3. What types of human resources strategies, if any, are expected last beyond the context of the 
COVID-19 crisis? 
Challenges with size of workforce - maintain vs. 
downsize 
Recruitment & retention challenges 
Changes in value of different roles 

How to retain and keep recreation workers and 
keep their roles valid in uncertain times? 
 
What are the training trends and strategies for the 
future? 
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6.2 Appendix B: Research Framework 
Overarching Question Indicators Methods 

Survey Interview 
1. a) What types of strategies did 
recreation and parks organizations 
use to manage their human 
resources in response to COVID-19 
restrictions? 

# and types of changes to the HR pool, by 
type of employee (FT, PT, contract):  
- reduced work hours 
- job transfers /re-assignments 
- temporary layoffs 
- permanent layoffs 
- voluntary unpaid leave 
- voluntary pay reduction 
 

√  

# and type of referrals to external initiatives 
to buffer income insecurity, by type of 
employee (FT, PT, contract):  
- Federal government programs, i.e., CERB  
- Provincial government programs 
- Union involvement  
 

 ? 

b) What were the strengths and 
limitations of these strategies? 
 

a) Types of strengths: 
- opportunity to restructure department 
- opportunity to “clean house” 
- enable employee participation in new roles 
- enable employee skill development, 
retraining 
 

 √ 

b) Types of limitations 
- performance management challenges with 
remote work 
- technical challenges with digital 
transformation 
- obstacles to implementing changes to HR 
pool, e.g., collective agreements  
- increased inequities across workforce, e.g.,   
- undesired staff turnover 
 

 √ 

2. In what ways, if at all, did the 
COVID-19-related human resources 
strategies change the recreation and 
parks organizations? 
 

# and types of shifts in service delivery 
- increased digitisation of work  
- reduced physical interaction 
- remote service delivery 

√  

# and types of changes to human capital in 
the department/organization 
- loss of qualified personnel 
- reduced commitment to the organization 
- reduced diversity and inclusion in the 
organization  
 

√  

 Types of impacts within the organization 
- re-evaluation of value/worth of certain roles 
- reduced job satisfaction, by type of role 

√ √ 
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Overarching Question Indicators Methods 
Survey Interview 

- fractures within work units, e.g., tensions 
related to work from home vs. onsite work; 
Tensions across business units within the 
organization; Gender disparities 
 

3. What types of human resources 
strategies, if any, are expected last 
beyond the context of the COVID-19 
crisis? 
 

Types of ongoing strategies: 
- recruitment practices  
- training practices 
- retention practices 
 

 √ 

Emerging issues  Types of emerging COVID-related issues 
- mandatory vaccination 
-  impact of vaccination requirements on 
retention, diversity, etc.  
 

 √ 
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6.3 Appendix C: Data Collection Tools 
6.3.1  Survey Questions 
ALL 
Which of the following best describes your employer?  
Not for Profit organization  
Post-secondary organization  
Private sector business  
Municipal government  
Indigenous organization  
 
What size of community does your organization serve?  
Rural area (MD/County)  
Small town (population under 3,000)  
Medium sized town (population between 3,001 and 10,000)  
Large town or small city (population between 10,001 and 50,000)  
Medium sized city (population between 50,001 and 250,000)  
Large city (population over 250,000) 
 
RECREATION 
When we talk about RECREATION services, we mean such things as sports activities, educational or 
instructional classes, children’s play programs and special artistic, cultural events in your community, 
and community development. In this survey, recreation also includes privately operated programs or 
facilities, such as private gyms or yoga studios and recreation therapists. 
 
Please indicate if you manage recreation staff  
Yes No  
 
Has COVID-19 changed how staff work in your recreation organization?  
Yes No 
 
Please rank the ways COVID-19 has changed recreation staff's work, from the most changed (1) 
to the least changed (5).  
Only rank changes that occurred.  

1 (most change)  2  3  4  5 (least change)  
Reduced physical interaction with customers  
Virtual delivery of programs and services (example: online exercise classes)  
Off-site or remote work (example: work from home)  
More work to get done with fewer staff than before  
Less work to do  
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How, if at all, did recreation positions change?  
Decreased number of positions in response to COVID-19 restrictions  
Increased number of positions in response to COVID-19 restrictions  
Position numbers both decreased and increased in response to COVID-19 restrictions 
Staffing did not change in response to COVID-19 restrictions 
 
Please indicate how much you agree/disagree that staffing changes enabled your recreation 
organization to:  

Strongly Agree  Agree  Neither Agree/ 
Disagree  

Disagree  Strongly Disagree  

Offer new programs and services  
Offer the same programs or services in new ways  
Restructure staffing or management for more efficient operations  
Retain high performing, essential staff, while releasing others  
Maximize staff’s existing skills in new assignments  
Re-assess the value of specific roles in the department  
Develop stronger Human Resources policies 
Offer bonus pay to maintain client access to “essential” staff 
 
Please indicate how much you agree/disagree that recreation staffing changes contributed to: 

Strongly Agree  Agree  Neither Agree/ 
Disagree  

Disagree  Strongly Disagree  

Reductions in programs and/or services  
Performance management challenges with employees working off-site (working from home)  
More women leaving than men  
More men leaving than women  
Reduced sense of employee commitment to the organization  
Difficulty keeping qualified staff 
Tension between people who could work from home and those who were required to work on site 
 
PARKS 

When we talk about PARKS, we mean any municipal parks, playgrounds, trails and other open spaces in 
your community. It does NOT include provincial or national parks. 
 
Please indicate if you manage parks staff  
Yes No  
 
Has COVID-19 changed how staff work in your parks organization?  
Yes No 
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Please rank the ways COVID-19 has changed parks staff's work, from the most changed (1) to 
the least changed (5).  
Only rank changes that occurred.  

1 (most change)  2  3  4  5 (least change)  
Reduced physical interaction with customers  
Virtual delivery of programs and services (example: online exercise classes)  
Off-site or remote work (example: work from home)  
More work to get done with fewer staff than before  
Less work to do  
 
How, if at all, did parks positions change?  
Decreased number of positions in response to COVID-19 restrictions  
Increased number of positions in response to COVID-19 restrictions  
Position numbers both decreased and increased in response to COVID-19 restrictions 
Staffing did not change in response to COVID-19 restrictions 
 
Please indicate how much you agree/disagree that staffing changes enabled your parks 
organization to:  

Strongly Agree  Agree  Neither Agree/ 
Disagree  

Disagree  Strongly Disagree  

Offer new programs and services  
Offer the same programs or services in new ways  
Restructure staffing or management for more efficient operations  
Retain high performing, essential staff, while releasing others  
Maximize staff’s existing skills in new assignments  
Re-assess the value of specific roles in the department  
Develop stronger Human Resources policies 
Offer bonus pay to maintain client access to “essential” staff 
 
 
Please indicate how much you agree/disagree that parks staffing changes contributed to: 

Strongly Agree  Agree  Neither Agree/ 
Disagree  

Disagree  Strongly Disagree  

Reductions in programs and/or services  
Performance management challenges with employees working off-site (working from home)  
More women leaving than men  
More men leaving than women  
Reduced sense of employee commitment to the organization  
Difficulty keeping qualified staff 
Tension between people who could work from home and those who were required to work on site 
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Is there anything else you would like to share about staffing in your organization during COVID-
19?  
Yes No  

Having completed this survey, you now have an opportunity to enter your email into a draw to win an ARPA 
Event Package (Leaders Summit, Parks Forum, and Conference Registrations, value is approximately $1250). 
The consultants will separate your email from the survey data prior to analysis; no one will know what your 
responses are. All submitted emails plus individuals interviewed in phase two will be entered in the draw. You 
may also choose to not leave your email and not enter the draw.  
 
Do you wish to enter the draw by providing your email?  
Yes No  
 
Thank you for sharing your knowledge of the past many months. Stay safe.  
 

6.3.2 Interview Questions 
What is the staffing situation in recreation and parks organizations?  

Section 1: Interviewers Guide 

The purpose of this project is to provide ARPA and its membership with a snapshot of the staffing 
situation for recreation and parks organizations, in response to the restrictions experienced during the 
COVID-19 pandemic.  

Check-in 

Once again, thank you for agreeing to participate in this conversation. The interview will take about 30 
minutes. Is this time still good for you?  

Why am I having this conversation? 
The ARPA values your insights and experiences. Your input will inform lessons that could help the ARPA 
and its members make human resource decisions in future crisis situations. 

Who is completing this study? 
SWM Consulting Services has been contracted by ARPA to complete this study. The consulting team 
consists of Kelly Wiens, Rob Parks and Sharlene Wolbeck Minke. You will speak with Sharlene in the 
interview.  
 
How do you protect my information? 
With your permission, Sharlene will take notes during our conversation. Everything you share will 
remain confidential within the consulting team. We will not share your individual information (name or 
email address) with anyone.  We will use notes from 6 individual interviews and analyze these by 
identifying key themes that are valuable learning for ARPA members. We will destroy all of the raw data 
at the end of this project.  
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What is being done with this information? 
What we learn through the interviews will be combined with the survey results to inform the final 
project results. The ARPA will share the learnings with its membership, and also in a report back to the 
funder, the Government of Alberta.   
 
Who can I contact?  
If you have any questions about the interviews or want to learn more about how your feedback will help 
ARPA, please email Benjamin Jonah at bjonah@arpaonline.ca. 
 

Thank you for supporting ARPA. 

 

Are you comfortable to start the conversation? Yes  No 

If yes 
a) Are you comfortable having your name and email entered into a draw for the ARPA draw to win 

an ARPA Event Package (Leader’s Summit, Parks Forum, Conference Registrations: valued at 
approximately $1250)?  Yes No 

b) Confirm perspective: Rec/ Parks/ Dual 

Interview Questions with Prompts 

Alberta has had different types of COVID-19 restrictions at different points in time during the 
pandemic. Our survey results indicate that the pandemic has affected recreation and parks 
departments differently.  

We want to learn more about how the pandemic restrictions affected staffing in your organization.  

1. What has your organization learned about managing staff when the restrictions change? 
Prompts: How did you adapt to full shut downs, partial shut downs, re-openings?  

a) What has worked well?  

Prompts: Why? 

b) What will you avoid doing in the future?  

Prompts: Why? 

c) Dual only: What differences, if any, did you observe between the two departments? 
Prompts: Recreation compared to Parks 

2. In what ways, if at all, have factors outside of your department influenced how you navigated 
staffing changes?  
Prompts: Was there anything particularly helpful vs. particularly problematic 
Did anything get in the way of staffing changes or adaptations? e.g., collective agreements, 
government programs 
Did anything support staffing changes or adaptations?  
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Did you need to liaise with others beyond your department? E.g., Own organization’s HR 
programs 

3. With COVID-19 continuing, how, if at all, do you think these staffing changes will affect your 
organization?  
Prompt:  
Where are the labour pressures are being experienced (casual, PT employees vs mid level and 
leadership positions)? What do you think would alleviate these pressures? 
What changes, if any, do you think will last beyond the pandemic? Has the situation permanently 
transformed your department/organization? E.g., Permanent loss of staff with valuable skills and 
experiences, loss of FT positions 

4. Is there anything else you would like to share about the impact of COVID-19 on staffing in your 
organization?  
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6.4  Appendix D: Ethics Review  
Ethical Considerations for Surveys and Interviews 

Both surveys and interviews are intrusive by nature, asking respondents/ participants/ storytellers for 
their experiences, beliefs, or thoughts10. There is no single trustworthy formula for the ethics of surveys 
or interviews11. Each endeavor must be considered within its context including physical location(s), 
political or organizational background, individual responses, and the interviewer’s/ developer’s 
experience.   

Surveys 

Survey Ethics are intended to ensure both that respondents are not unduly pressured to participate as 
well as no harm is done to participants in the process12. The survey process should include: 

● Informed Consent 
○ Participants must give consent voluntarily 
○ Information should include: 

■ The purpose of the survey 
■ What is expected of the participant 
■ Approximate length of involvement 
■ How the data they provide will be used 
■ Their rights as participants 
■ Confidentiality provisions 

○ Refusal to answer a question will not result in any penalty, and may skip any question or 
quit the survey at any point. 

● Confidentiality and privacy 
○ Participants have the right to privacy so that their participation is not evident unless 

they choose to reveal it.  
  

 
10 Lavrakas, Paul (2008). “Survey Ethics” in The Encyclopedia of Survey Research Methods, Sage Research 
Publications. Online ISBN: 9781412963947 

11 https://journals.sagepub.com/doi/pdf/10.1177/174701610900500203  

12 Lavrakas, Paul (2008). “Survey Ethics” in The Encyclopedia of Survey Research Methods, Sage Research 
Publications. Online ISBN: 9781412963947 

https://journals.sagepub.com/doi/pdf/10.1177/174701610900500203
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Interviews 

Interviews elicit insights and perspectives regarding particular issues.  

Interviews should only be conducted with informed consent prior to initiating the interview. This 
informed consent should include13,14: 

● In addition to the survey requirements, Informed Consent should include: 
○ Information on why the storyteller(s) are involved 

■ What subject areas will be covered 
■ How the story/ information will be used 

○ Continuing consent - the storyteller may not want to answer questions about a 
particular component of a story 

● Confidentiality and privacy 
○ Will names accompany the story or will the identity be protected? 

■ This includes reporting, publication, media 
■ Some individuals will be more comfortable to be anonymous while others prefer 

to be identified. 
■ The appropriateness of identifying individuals will vary with the use of the 

information. 
○ If there are identifiable people or groups, the storyteller needs to have permission for 

name, or the identity of the person should be protected. 
○ Interviews can delve into areas that were not anticipated at the start, and so 

confidentiality must be a consideration during the entire interview process. 
● Potential harms and benefits 

○ Interviews can become emotionally intense depending on the perceived importance and 
connectedness to the subject under discussion.  

○ Benefits to the storyteller are generally difficult to identify.  
 

 
13 https://journals.sagepub.com/doi/pdf/10.1177/174701610900500203  

14 https://web.archive.org/web/20121111130131/http://www.mande.co.uk/docs/MSCGuide.pdf p.28  

https://journals.sagepub.com/doi/pdf/10.1177/174701610900500203
https://web.archive.org/web/20121111130131/http:/www.mande.co.uk/docs/MSCGuide.pdf
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Potential Risk Probability Risk Mitigation Strategies 

Respondent shares 
information that can 
identify specific 
individuals or 
organizations 

Moderate ● Informed consent clearly indicates how data will be 
used 

● Informed consent discusses the right to privacy & 
confidentiality 
○ Interview - discussion of what info needs to be 

anonymized 
● Only consultants will have access to raw data  

○ Any identifying information will be removed 
prior to sharing data with others 

Respondent 
experiences stress 
when answering 
questions 

Low-med ● Survey 
○ Respondents may skip specific questions  
○ Debriefing message at end of survey reiterating 

what data will be used for and who to contact 
with any concerns. 

● Interview 
○ Review the purpose, interview format and 

structure with the participants, allowing the 
opportunity for them to withdraw their consent 
prior to its start. 

○ Continuing discussion between interviewee and 
interviewer. 

○ Debriefing email post-interview reiterating how 
data will be used, how confidentiality will be 
maintained, and who to contact with any 
concerns. 

Interviewed 
respondents feel 
misrepresented 

Low ● Notes on interview to be validated by the interviewee 
prior to analysis. 
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