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Table 3.50 

 
 

 
 
 

                                                 
50 “Employment in the Non-profit Sector”, Independent Sector, The New Non-profit Almanac, 2008 
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Table 4.51 

-Advocate to advocate – Each One Reach One 

- Civic groups 

- Newspaper articles 

- Utilize AmeriCorps/VISTA volunteers as 
recruiters 

- Hold frequent orientations 

- Vary orientation location – neighborhoods, 
coffee houses 

- Vary training location – get corporations to 
“sponsor” a training class 

- Newspaper advertising insert – sell ads to 
underwrite the cost 

- Radio and TV PSAs 

- Talk radio 

- Jury pool room 

- Universities and colleges (students (21+) and 
faculty) 

- Realtors (can partner with real estate 
associations) 

- Retired and active teachers 

- Community bulletins/calendars 

- Referrals from other agencies 

- Flyer in utility bills 

- Spouses of volunteers 

- Volunteer fairs and local fairs/festivals 

 

Using newspapers 

- “What’s happening” columns 

- Editorials 

- Utilize “community” newspapers 

- Letters to editors: respond to articles with strategies to 
address problems, including CASA (as a strategy, not a 
problem!) 

Feature stories 

- call with a specific story idea, and give them a volunteer’s 
name and phone 

number 

- Use national events (such as national volunteer or child 
abuse prevention month) 

and make it local for them 

- Paid advertising in newspapers 

-Send press releases for awards won 

- Consider including a media person on your board 

- Know your beat reporter (the person who usually covers 
human services stories) and 

be a good source for them 

- Send press releases often 

- Put the newspaper on your newsletter mailing list 

 

 

 

 
 

                                                 
51Joan E.Pynes. “Human Resource Management for Public and Nonprofit organizations”. Jossey-Bass. 2004 
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Attachment 5.52 
 

1) Interview (incumbent, supervisor, SME – subject matter expert). 

2) Questionnaire (open-ended questions for SME, incumbent, supervisor). 

3) Structured checklist (other type of questionnaire). 

4) Observation (not well for intellectual and cognitive practice’s) 

5) Diary (employees asked to keep a diary) 

6) Combination of all methods.  

 
 
 
 

Attachment 6.53 
 

  1.In-basket – written tests designed to simulate administrative tasks.  

   2.Leaderless group discussion – oral communication. 

   3.Assessment centers – special selection programs that rely in performance tests.  

   4.Bio data – biographical information. 

   5.Drug-testing. 

   6.Lie-detector exams (could be prohibited by law). 

   7..Honesty and integrity tests. 

   8.Physical ability test. 
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Attachment 7. 54 
Participants and Procedures 
An anonymous survey was distributed to 991 employees of a nonprofit youth and recreation 
services organization with sixteen geographically dispersed locations. Executives at each 
branch facilitated the distribution and collection of surveys, which an independent research 
center    analyzed. To retain anonymity employees could drop surveys in a collection box at 
each branch or mail them directly to the organization’s main office. Branch size ranged 
considerably, from as few as fourteen employees to as many as 130. A total of 304 completed 
surveys were returned (31.6 percent response rate). Fifty-four percent of the respondents (n _ 
165) classified themselves as part time; 112 respondents (37 percent) indicated that they were 
full-time employees; and 9 percent (n _ 27) did not specify. Almost 70 percent (67.4 percent) 
of the respondents were female; 28.9 percent were male. Eleven individuals (3.6 percent) did 
not specify. 
 
Measures 
Several demographic variables were measured to control for the effect on expressed intentions 
to stay with the organizations (Griffeth, Hom, and Gaertner, 2000). Age was assessed using 
categorical age brackets. Thirty-three percent of the respondents indicated they were between 
the ages of eighteen and twenty-five; 27.6 percent indicated they were twenty-six to thirty-
five, accounting for over 60 percent of the respondents. Position was measured as full-time 
(scored as one) and part-time (scored as zero). Time with the organization (that is, tenure) was 
measured in months. Part-time employees had been with the organization for an average of 
23.75 (SD _ 30.16) months, whereas full-time employees had been with the organization for 
slightly over forty-six months (SD _ 48.64). The organization’s proprietary survey instrument 
was used to assess employee attitudes. Respondents answered all questions on a four-point 
scale, on which lower scores indicated higher levels of agreement. All variables identified as 
reflecting a construct were factor analyzed to verify that they were associated with a single 
component. When more than one factor was present, items were dropped or separate factors 
were developed. 
Two components of satisfaction were investigated: overall satisfaction (four questions) and 
satisfaction with compensation (four questions). Employees on average expressed satisfaction 
with their work (_ .77; M _ 1.98, SD _ .58) and dissatisfaction with pay (_ .83; M _ 2.64, SD _ 
.71). Mission attachment was assessed through four statements by which employees could 
gauge their awareness and contribution to the organization’s mission (_ .76; M _ 1.77, SD _ 
.56) Specific statements used to assess mission attachment were the following: 
 
Component Statement 
Awareness I am well aware of the direction and mission of 
[Organization name]. 
 
Awareness the programs and staff at my branch support the mission of [organization name]. 
 
Agreement I like to work for [organization name] because I believe in its mission and values. 
                                                 

54William A. Brown, Carlton F. Yoshioka, “Mission attachment and satisfaction as factors in employee 
retention”, Nonprofit management and Leadership, 2003  
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Alignment My work contributes to carrying out the mission of [organization name]. 
 
Career intentions were assessed through a single item that asked employees about their 
intentions to stay with the organization for the length of a career. In addition, respondents 
were asked to explain why they would or would not stay with the organization for a career. 
These qualitative responses were analyzed to further explain their 
responses. 
 
HYPOTHESIS 1a. Full-time and part-time employees will express similar levels of 
satisfaction and mission attachment. 
 
HYPOTHESIS 1b. Compared to part-time employees, full-time employees will express 
stronger intentions to stay with the organization. 
 
HYPOTHESIS 2. There will be a positive association between mission attachment, employee 
satisfaction, and expressed intentions to stay. 
 
HYPOTHESIS 3. Mission attachment will explain employees’ intentions to stay, above and 
beyond aspects of satisfaction and demographic variables. 
 
Results 
Hypothesis 1A states that full-time and part-time employees will express similar levels of 
satisfaction and mission attachment, and Hypothesis 1B states that full-time employees will 
express stronger intentions to stay with the organization when compared to part-time 
employees. A comparison of mean scores across measures of satisfaction and mission 
attachment revealed no significant difference between full-time and part-time employees. 
Conversely, part-time employees were significantly less likely to indicate an intention to stay 
with the organization (M _ 2.60, SD _ .83), whereas full-time staff were more likely to 
indicate that they intended to make a career with the organization (M _ 2.05, SD _ .86; t _ 
5.19, df _ 259, p _ 
.001). Forty-three percent of the part-time employees indicated they probably or definitely 
would stay, whereas 70 percent of the full-time employees indicated that they would stay. The 
analysis supports 
Hypotheses 1A and 1B (see Table 1). 
A correlation analysis was conducted to explore the association between mission attachment, 
employee satisfaction, and expressed intentions to stay (see Table 2). All facets of satisfaction 
were positively correlated with each other, mission attachment, and intentions to stay, which 
supports Hypothesis 2. 
To test Hypothesis 3, a stepwise regression analysis was conducted to determine the extent to 
which control variables (tenure and age), facets of satisfaction, and mission attachment 
accounted for variance in intentions to stay with the organization. Based upon different levels 
of attachment to the organization, separate analysis was conducted for full-time and part-time 
employees (see Table 3). 
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Table 8.a 55 
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DC SALARY SURVEY 2010 
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Table 8.b 56 
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Annual Salary Survey of New York City Nonprofits ISSUE TWELVE 
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Table 9.57 
 

Compensable 
Factor Definition 

Relative 
Weight 

Total 
Points 

Minimum 
Point 
Value Levels within Factor 

Education This factor measures the 
minimum level of formal 
education, specialized 
training, and 
professional licensing 
and certification required 
to perform the 
work.                        

16% 200 20 7 

Work 
Experience 

This factor measures the 
minimum amount of job-
related experience, 
whether gained inside or 
outside the University, in 
order to be hired or 
promoted into the 
position. 

16% 200 0 6 

Leadership 
/Supervisory 
Responsibilities 

This factor measures the 
degree of responsibility 
for other employees and 
direct control over the 
quantity and quality of 
others’ work. 

13% 175 0 9 

Personal 
/Organizational 
Contacts 

This factor measures the 
scope, frequency, and 
purpose of relationships 
with others, internal and 
external. 

10% 125 25 5 

Customer 
Service 
Relationships 

This factor measures the 
required skill level and 
frequency of customer 
service relationships. 

10% 125 25 4 

Work 
Complexity/ 
Budget 
Authority 

This factor measures the 
variety, difficulty, and 
magnitude of tasks and 
responsibilities 

16% 200 50 5 

                                                 
57 Available at www.pvamu.edu 
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Compensable 
Factor Definition 

Relative 
Weight 

Total 
Points 

Minimum 
Point 
Value Levels within Factor 

necessary to complete 
the work. 

Independent 
Judgment/ 
Decision 
Making/ 
Problem Solving 

This factor measures the 
extent of independent 
authority for making 
decisions and 
recommendations that 
affect policies, 
procedures, and 
practices. 

16% 200 50 5 

Working/ 
Environmental 
Conditions 

This factor measures the 
unavoidable physical 
demands, environmental 
elements and 
safety/hazardous 
conditions under which 
the work is performed. 

3% 50 10 4 

Total   100% 1275   

 
 

Attachment 10.58 
 

1.Broad banding – movement away from system of many pay grades. Salary grades were 

collapsed into broader bands. 

  2.Skill-based pay – pay is determined by amount of knowledge employee masters. 

Organization should be aware, that wages will increase, as employee learns new skills. 

   3.Pay for performance – individual should be paid according to their contributions. To be 

successful, pay for performance should be limited to the strategic mission of the organization; 

and upper level management must support the plan.  

   4.Gain-sharing – team bonus program. Organization need to offer competitive wages or 

other heavy benefits to stay in a competitive market.  

                                                 
58Pynes, J.E., “Human Resource Management for Public and Nonprofit Organizations”,  
   Jossey-bass, 2004 
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Table 11. 59 
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Table 1260 
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Table 13.61 
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Table 1462 
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Table 15. 63 
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Attachment 16.64 
 

 1.Lecture (trainee is a passive participant) 

   2.Experiential exercises (simulators) 

   3.Role Playing (practicing interpersonal and communicative skills) 

   4.Case Studies (participants analyze situation, identifies problem, offer a solution) 

   5.Audio-visual methods 

   6.Programmed instructions and PC-based training (self-teaching method) 

   7.Equipment simulations (bring realism to training) 

   8.Videoconferencing (useful for training in distance) 

   9.Community resources (community training, which could be performed at nominal cost or 
even free of charge).  

 
Attachment 17.65 

 
  1.Termination - also referred to as being fired or let go, with no particular implication as to the reason for the 
termination.  

   2.Dismissal - implies that the employee’s performance or conduct was unsatisfactory.  

  3.Retirement - implies that the employee has voluntarily decided to cease being gainfully employed.  

  4.Lay-off - implies that employees are being put on unpaid leave status, but as soon as work is available they 
may be rehired.  

  5.Reduction in force - implies that more than one staff member is being terminated, but no particular 
implication as to the reason for the terminations; generally, not appropriate to use when an employee’s 
performance was unsatisfactory.  

  6.Reorganizing - implies that positions are being eliminated and that reporting relationships are being 
restructured.  

 7.Elimination of a position - describes a situation where a particular position is being eliminated; no implication 
as to the reason, although generally not appropriate when the reason is poor performance.  

  8.Right-sizing - implies that the organization was overstaffed to begin with.  

  9.Delay ring - implies that managers are being fired.  

 

                                                 
64Available at www.managementhelp.org 
65 Available at www.nonprofitrisk.org 
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Attachment 1866 
 

Mission Statement: The mission of the Human Resource Management Office is to support 
and influence the strategic direction of Buffalo State College by providing managers and 
employees with innovative solutions to organizational and human resource issues. The 
department exists to provide services which help the college to attract, retain, and reward 
competent and dedicated faculty and staff who share a commitment to the values of 
excellence and innovation in teaching, research, and service to students and the community.  
 
Vision Statement: We aspire to build partnerships with management at all levels of the 
organization to create a campus culture that values all employees. This culture encourages and 
rewards exceptional performance and continuous improvement, fosters teamwork, and 
supports balanced attention to work and personal life issues. We provide services of the 
highest quality in a cost-effective manner while creating a healthy professional environment 
that fosters respect for both diverse perspectives and a service orientation. 
 

.  
 
 
 

                                                 
66 Berman, Evan M.. Productivity in Public and Nonprofit Organizations, Armonk, NY, USA: M.E. Sharpe, 
Inc., 2005. p 72. 
http://site.ebrary.com/lib/cuni/Doc?id=10178066&ppg=84 

 


