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Introduction 

The XX century – a century of two huge wars, a century of transition from medieval 

times to modern society, a century of the beginning of real capitalism. The main goal was to 

understand how the market works and what the role of money is. I believe that we can 

consider that on one level we understood the rules of this process. We passed through 

economical crises, Great depression, militarization of economy, oil monopoly, all levels of 

corruption and bureaucracy , and finally today there are countries that got to the point of 

social reforms, pension reforms, aid contributions in order to reduce poverty on the planet, 

quality health insurance plans etc.. In the end, I believe, that the XXI century should become a 

century of Globalization.  

But let me leave aside the macroeconomic aspects and emphasize on the micro-

economic ones. I want to attract your attention to non-profit organizations. If we look at 

libraries, we can see a huge amount of books and articles, concentrated on the for-profit 

sector. They explain how, step-by-step, to make your company successful and how the 

profitability of your company is important for the sector and society in general. In the non-

profit sphere the situation is different: there is not enough information and, more importantly, 

there is not enough attention by the government on this issue. 

Capitalistic history of every country has its own steps – starting from naked theory, 

continuing with understanding of individual profits, utility and costs, and then moving to 

understanding of poverty rights, transaction costs and intellectual property. We can say, that 

till today there are quite a lot of countries, which have already passed all these stages.  But I 

would dare to say, that a society, which accepts the non-profit sector as a necessary player of 

the market, as a valuable asset for economic success – has already moved to an even higher 

level of capitalistic development and , maybe, even on its way to liberal democracy.   

It is not a secret, at least in large for-profit corporations, that HRM is one of the key 

tools to company productivity. In this work my point is to show, that the same rule holds for 

the non-profit organizations. Step by step I will introduce you to HR policies in non-profit 

organizations. In the First chapter I will answer the question “What it is Non-profit sector?”, 

in the Second chapter I will discuss particular policies and in the last I will compare the non-

profit sector with the for-profit.  And through all this information I will always keep in mind, 

that the role of non-profit sector today is very important and valuable for the development of 

our society.  
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1. Non-profit sector 

1.1 Definition 

The non-profit sector (third sector, independent sector) – is a common name, used to 

describe non-government and non-business organizations. These organizations are often 

dedicated to a special mission.  

Major subcategories of non-profit organizations: (1-4)1 

   1. Charity (includes hospitals, museums, private schools) – organizations must be able to 

show public support. 

   2. Foundations (Private foundations, Operating foundations, Community foundations). 

   3. Social welfare. 

   4. Professional and trade associations.  

Opposite to common belief, that most of funding comes from private contributions, the 

main revenue of nonprofits is generated by charging fees for services, interest on investments, 

and by producing goods. In societies, which are in favor of non-profits, a large portion of 

subsidies comes from the government.  

 

1.2 Historical Background.  

As surprising as it seems, non-profit sector has a long history. The modern idea of 

non-profit sector came from philanthropic organizations, which believed in morality of 

contributions to common wealth. We can find a valuable number of artworks, religious 

documents, law codes covering charity acts, starting from 1000 CE.  

 

   1. Charity incentives in early Jew life 

It is a well-known fact, that some economists call Jews as “fathers” of capitalism in 

Europe. According to Werner Sombart2 - all trade and market traditions in Europe started 

with Jews and were moving with them across the continent. Generally, when we speak about 

the beginning of the culture of charities, we again stop at the origin of Jews. Religious 

teachers explained it like “simultaneously as a duty, as a stewardship of God's gift”3. 

                                                 
1www. Boardsource.org   
2Sombart, Werner, “The Jews and modern capitalism”, 1913 
3 Powell, Walter W., Steinberg, Richard , “The non-profit sector”, Yale University Press , 2006 
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Considering Werner Sombart’s idea, maybe we should see in these connections that the real 

capitalism is always a synthesis between the for-profit and the non-profit sector. The culture 

of closed society and helping the poor inside it came not only from the Jews’ religion, but 

from the social situation of nation. “In order to create powerful society to honor God and to 

achieve protection, Jews people created network of charity institutions between 100 BC – 200 

CE”.4  

 

2. Greek form of Philanthropy. 

First of all, the word “philanthropy” (exceptional generosity) – comes from the Greek 

language. Remember, in the history of Athens and Sparta we can see evidence of community 

charities and culture of help to poor. It was an honor for rich families to sponsor building 

project, warships, civil arsenals etc... But we should mention that Greek philanthropy was 

more or less compulsory, than an incentive of benefactors. In general we can conclude, that 

the ancient Greek cities were among the first to achieve a balanced public-private partnership.   

         

3 .Roman rules. 

As Greek conquerors, Romans found the solution of this charity issue by 

implementing strict control over philanthropic actions. The Roman emperor burdened his 

generals to control and coordinate charity organizations. The Government itself was famous 

for giving “gifts to society” as aqueducts, enormous bath complexes etc... As a result of the 

Roman beneficial activities, we could see satisfaction of neither public needs, nor social - in 

general all gifts were transferred to the ownership of the social elite. It was just a performance 

of great generosity – not a real contribution.  

 

4. Christian Regimes. 

Christianity emphasized the importance of selflessness, voluntary poverty etc... The 

plan of “Christian Charity” – is an ingenious combination of Greek culture, Roman full-

control charity school and lessons of authorities to discipline ordinary believers. The main 

difference in understanding charity was that you should not help the poor, but you should 

contribute to The Lord and The Church. In the medieval era we could see a strong incentive 

of elite to convert all gifts and contributions to immovable assets.   
                                                                                                                                                         
 

4Powell, Walter W., Steinberg, Richard , “The non-profit sector”, Yale University Press , 2006 
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5. Late Medieval and early modern regimes. 

We reached the time of the most provocative and rapidly expanding non-profit activity 

– Western Europe after 1200 CE. It was a time of massive contributions, physical assets, 

created by charity organizations etc... Ordinary people created communities in order to collect 

contributions and aid. At this time growing economies and decline of feudalism moved people 

from towns and villages to cities. New organizations were created (based not only on 

Church). New media opened a possibility of advertising and informing society. At this point – 

XVII-XVIII century – we can start talking about non-profit sector of market.  

  

6. “Scientific Philanthropy” 

In XVIII century a deepening pool of charity organizations led to speculations. It 

pushed up the risk of investments and the European organizations had the lack of benefactors. 

Middle class benefactors were not so efficient. Growing deputes resulted in the debates over 

law governing of non-profit activities (Bill of England – 1736, Royal Edict in France – 1749, 

Hapsburg domain – 1755). In a shade of debates, the public opinion, channeled by press, 

created a new direction of understanding - “scientific philanthropy”5. They were asking for 

greater efficiency among charitable institutions, and were asking for information accessibility. 

From this point forward the information about charity organizations and communities was in 

the front pages of newsletters and magazines. It encouraged the professionalism of 

philanthropy.  

As we can conclude, the non-profit sector had long developing history over time. 

Philanthropic culture played a big role in creating society and building the network of civil 

values. Based on religion or necessities of war, or even fear – the idea of charity stayed in the 

minds of society elites and never left its place. “Historical charitable organizations helped to 

set and to reset the bounds of civilization”.6  

 

 

 

 

 
                                                 

5Powell, Walter W., Steinberg,Richard , “The non-profit sector”, Yale University Press , 2006 
 

6Powell, Walter W., Steinberg,Richard , “The non-profit sector”, Yale University Press , 2006 
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1.3 Development 

Common understanding of non-profit activities is that they mainly include public 

charities, education charities, health care, human services and other tax-deductible 

contributions. Nevertheless, the non-profit sector includes advocacy organizations, labor 

unions, business and professional associations as well. In the last decade we can see a huge 

growth in the non-profit sector (at least in USA)  

See Table 1 

The biggest source of revenue is still accounted to public charities in the matter of sale 

of goods and services. The situation is different in human services – the level of government 

funding fell sharply from year 2007. In regards to the recipients of contributions, in the USA 

the main recipients are still religion-related organizations (they received over a third of the 

private contributions in 2008).  

See Table 2 

According to data from “The non-profit sector in brief ”7 for the years 2008-2009 the 

largest category in non-profits is still Public charities – over ¾ of all non-profit revenue.   

 

1.4 Non-profit in Czech Republic 

The problem of the Czech Republic is that it is very slow in adopting and it lacks the 

solutions of problems in non-profit sector. I believe, it is an illness of all post-soviet states. 

Understanding of non-profit organizations is still new and not a priority for political interests. 

Development of the non-profit sector in CR was slowed down by German occupation in 1938 

and was later blocked by the USSR. After years of transition we can see the positive 

development of the non-profit sector. However it still needs to be structured.  

One of the problems, as mentioned below, is that the government is relatively neutral 

to this issue. The representatives mention that there is limited possibility to influence decision 

making processes due to financial reasons. In addition to this, there is a “conflict between old 

and new NGOs” (non-government organizations). “Old” tend to believe in the corporate 

model of influencing public policies, which in means of “New” will “negatively affect the 

                                                 
7Kennard T.Wing, Katie L.Roeger, Thomas H.Pollak , “The non-profit sector in brief”, Public Charities, 
Giving and Volunteering ,2009 
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unification process in the non-profit sector”8. As a result, we can see an asymmetric 

relationship between state and non-profit sector in CR.  

According to “Human Development report, Czech report, 2003” inner infrastructure 

should be created in non-profit sector: (1-8)9 

1. Concept – functioning network. 

2. Coordination – of all achieved before. 

3. Facilitation – establishment of relationship and trust. 

4. Advocacy – foundation of professional advocacy centers. 

5. Evaluation – evaluation system. 

6. Information accessibility. 

7. Education training centers. 

8. Self-regulation – desirable informal norms.  

 

In general, as I see it today, the situation in CR has changed from 2003. Among the 

most significant organizations we can call: “The Salvation Army”, “The Czech Red Cross”, 

“A Drop of hope”, “Man in need”, “The foundation of development for civil society” etc... 

After 2003, two big events took place in this area: the reform of public administration and the 

EU membership, which brought opportunities for involvement in international cooperation.  

It could be logical to use my own country (Russia) in this analysis, but unfortunately 

we are not in the stage of development, when we are ready to pay attention to non-profit 

sector. 

To end the chapter, I will use a phrase, which best depicts my way of understanding 

the meaning of non-profit sector: “It is a vision of an organizational network that stabilizes 

civil relationships, absorbs and stimulates informal civil initiatives and provides the 

population with space for participation in public matters regardless of political or 

governmental crises”.10 

   

                                                 
8Martin Potucek and team, “Human development report, Czech Republic, 2003”, MJF Prague, Charles 
University 
9Martin Potucek and team, “Human development report, Czech Republic, 2003”, MJF Prague, Charles 
University 
10Martin Potucek and team, “Human development report, Czech Republic, 2003”, MJF Prague, Charles 
University 
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2. The context for HRM in the non-profit sector 

 

Now it is time to talk about Human Resource Management (HRM) in non-profit 

organizations. In a lot of literature about this subject, this type of HRM is called “volunteered 

HRM”. This definition contains the main difference between HRM in profit and non-profit 

area: the organization has a clearly defined purpose of the role that volunteers have within the 

organization. The company should have a well defined and communicated volunteer 

management plan that includes a recruitment policy, description of volunteer jobs position, 

application and screening process, etc. Generally it can be said that volunteers are the main 

power of this type of organizations.  

The company should follow a recruitment policy that does not discriminate, but 

respects the diversity of the community. It provides an appropriate environment to assist the 

volunteer’s inside performance. The idea is that jobs should not be given to the volunteers 

simply because the jobs are considered “inferior” for paid staff.  

If we look at the numbers of economic surveys, the situation is more than stable in the 

HRM area. Using real numbers, we can use the research of the American non-profit sector 

(Non-profit Almanac-2008). American’s non-profit sector employs a steadily increasing 

segment of county’s working population. Annual growth rate in employment for non-profit is 

2.5%. The number of Americans employed in the non-profit sector doubled during the last 25 

years. Non-profit employment represents 9.5% of total employment of the USA (12.5 million 

people). A considerable change was also observed in the number of employees in health and 

education spheres. The largest increase was recognized in social services. 

See Table 3 in annex. 

In general, the occupational outlook for health and social services is very positive. 

According to “The New Non-profit Almanac (2008)”11 between the years 2000-2010 the 

health industry is estimated to add 2.8 million jobs, while social and human services will add 

another 1.2 million jobs. 

All in all we can say that the HRM practice in non-profit organizations has a very 

healthy growth for the last decades. But here we should remember that this industry is based 

on volunteers, who get interest about this type of jobs from media (especially Internet 

                                                 
11“Employment in the Non-profit Sector”, Independent Sector, The New Non-profit Almanac, 2008 
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nowadays). So it is not surprising that the most Internet surveys are showing a positive growth 

and “happy picture”. In reality HRM meets a lot of problems in the non-profit sector. As an 

example we can use the conversation subjects about the “generation-gap problem”12. 

Companies use two different generations: the ones who were born in the Baby Boom 

generation (middle 20th century) and generation X (60s-80s). “Baby Boomers” enter non-

profit organizations, but soon retire. On the other hand young people are not trained well and 

can bring the organization down. Critics of this idea say that young people “bring new blood” 

to the organization. The problem they see is the fact that “Baby Boomers” are not leaving in 

time. But here comes another aspect that younger employees leave the organization faster, 

while the “Baby Boomers” tend to stay in one place. It is very valuable for non-profit sector, 

considering their difficulties in finding volunteers. As a result it was found a real gap between 

these two generations: from the point of hierarchy, technology of production, social attitude 

etc. Obviously it is an even a bigger gap between generation Y and Z (90s-2000s). 

I took this example to show that there are definitely problems, and it is not just an 

“information bubble” which is common in today’s world. The Generation gap, as well as 

many other problems, really exists. And they are even more visible in the non-profit sector.  

As we can see, for non-profit organization staffing decisions are one of the most 

important goals. Non-profit, as well as for-profit organizations, need to establish a solid work 

force. According to P.F. Drucker, “an effective non-profit manager must try to get more out 

of people he or she has”.13A key to building a quality personnel is an honest assessment of 

current and future internal needs and external influences. There are a lot of areas that must be 

scanned before starting a process: workload history, trends, changes in the environment, 

personal demands, the quantity and the quality of the areas labor pool.  

 

2.1 Employment law issues of discrimination 

One of the major areas which should be monitored before creating work force in the 

organization is legal environment. The company should pay particular attention to this 

question, because it tends to change regularly. Equal employment opportunities, labor 

relations, benefits, retirement plans, worker’s compensations and all other aspects of HRM 

are regulated by law.  
                                                 

12Kunreuther, F. (2003), «The changing of the guard: what generational differences tell us about social-
change organization” in Nonprofit and voluntary sector quarterly, 2003. 
13Drucker,P.F., “Managing the non-profit organization”, Collins, 1992 
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As soon as the USA is the country with the most developed tradition of HRM, let’s 

make a quick review of the American Federal Equal Employment Opportunity Laws. (1-8)14 

   1.1866, 1871 – Civil Rights Acts. Prohibits racial discrimination in the making and 

enforcement of contracts (Non-profit organizations fall under coverage). Prohibits the 

deprivation of equal employment rights under state laws.  

   2. Title VII of the Civil Rights Act of 1964.  

   3. Laws that Address Religious Discrimination. Employers are obliged to 

accommodate their employees’ religious practices. Non-profit organizations that provide 

secular services, but are affiliated with and governed by religious institutions are exempt from 

the law.  

  4. Pregnancy Discrimination Act 1978. Under the law, employers are obliged to treat 

pregnancy like any other disability. 

   5. Age Discrimination in Employment Act 1967.  

   6. American with Disabilities Act of 1919. 

   7. Civil Rights Act of 1991. Compensatory and punitive damages were made 

available to the victims of private and non-profit employment.  

  8. Family and Medical Leave Act 1993. The law requires employers to maintain 

coverage under any group health plan under the condition that coverage would have been 

provided if no leave had been taken.  

On the European field the question of discrimination is solved by: (1-4)15 

   1. Directive 2000/78/EC – general frame work for equal treatment. Forbids 

discrimination based on religion belief, disability, age, sexual orientation.  

   2. Directive 2000/43/EC – principal of equal treatment between position irrespective 

of racial and ethic origin. 

   3. Directive 75/117/EC – principal of equal pay between men and women. 

   4.Directive 76/207/EC – equal treatment for men and women as regards access to 

employment, vacation, training, working conditions etc.  

In general, the policy of non-discrimination requires employers to analyze the work 

force to develop plans of actions to recruit, screen, train and promote employees. The focus 

                                                 
14 Pynes, J.E., “Human Resource Management for Public and Nonprofit Organizations”,  
Jossey-bass,2004 
15Available from www.londonchamber.co.uk 
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on equal employment opportunities has increased the importance of strategic HRM and 

planning. 

Another important element of HRM is diverse work force. Employers must learn how 

to manage diversity and capitalize on each member’s contribution to enhance the organization 

effectiveness. In non-profit organizations this question is especially sharp. Seven out of ten 

non-profit workers are female. Nevertheless in the American HRM there exists the term 

“glass ceiling”. It basically refers to “artificial barriers that block the advancement of women 

to upper level managerial and executive position within organization”.16 Therefore, even 

though women are dominating in the non-profit work force, they are typically prevented from 

reaching top executive and policy making position. It means that the career growth for women 

in non-profit organizations is limited. We can say that the same trend appears everywhere – in 

the for-profit sector as well. But if we look at the sector with 70% of women, the work force 

situation looks quiet unfavorable. The commitment of women is typically questioned because 

of their family responsibilities, inability to relocate or doubts about their leadership styles. 

However recent research indicates that the personal multiple life roles that women play 

provide them with opportunities to practice multitasking and enrich their interpersonal skills 

and leadership effectiveness.  

In general we came to the point that managing diversity in the organization leads to 

greater service effectiveness, efficiency and productivity. J.E.Pynes17, in his book takes 

management of work force in the non-profit organization Planned Parenthood of Rhode Island 

(PPRI). They change their strategic plan starting by hiring a black Cuban American as 

president and CEO. Over a six year period, the board and staff have begun to reflect more 

closely the diversity of the community. It helped the organization to increase effectiveness in 

their business area (Hispanic population of Rhodes Island doubled in 1990s). 

In the end we see two different processes in the organization at the same time: 

Compliance with Law and managing diversity. In seems, that they are two sides of the same 

coin. But if the former is merely following the law, the latter requires quite more than that: it 

requires managerial processes to create a supportive working environment for employees in 

order to make the organization more productive. 

                                                 
16Gibelman, M., “The Nonprofit Sector and Gender Discrimination: a preliminary investigation into the 
glass-ceiling” in Nonprofit management and leadership, 2000 
17 Pynes J.E. “Human resource management for Public and Nonprofit Organizations”,  
Jossey-Bass, 2004 
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2.2 Managing and motivating volunteers.  

As it was already said, the big part of workforce in nonprofit organizations is 

volunteers. Nowadays a lot of non-profits provide a variety of volunteer’s opportunities. 

Though volunteers can be tremendous assets to any organization, they also present a new 

HRM challenge. It means that even though volunteers are a very attractive source (they cost 

little and often provide specialized skills), they need to be screened for appropriate 

qualifications and they need to be trained as well as any other employee.  

1. Volunteer motivation 

The picture we have until now is very clear: if you have a profit organization – you 

pay wages to your employees; if you have a nonprofit agency – you better start looking for 

volunteers. The question is here, why do individuals want to volunteer? It appears to be two 

types of rewards, motivating the volunteer workforce: Intrinsic and Extrinsic. As intrinsic 

rewards we can name such things as satisfaction, being challenged, having a sense of 

accomplishment. Extrinsic rewards – are benefits granted to the volunteers by the 

organization. As an example, we can use the will of the individual to experience some new 

skills or to develop skills that can enhance their paid position. There is always a percentage of 

people, who volunteer just because they want to contribute something to the community they 

live in as well. And, of course, there is always an advantage to your CV, if you experienced 

some volunteer job. An interesting trend nowadays is that as a result of resent recession and 

crisis, many professionals, who stayed out of job, are donating their skills to charity as a way 

to stay sharp.  

       In the earlier studies of volunteer motivation, 3 types of volunteers were proposed: (a-c)18 

a. Motivated by achievement. People seeking feedback and respond to challenges.  

b. Motivated by affiliation. People concerned about relationship with others. 

c. Motivated by power. People are interested in stimulating achievements in others.  

But, the real question of motivating volunteers still stays open. The important aspect 

here is, that most of volunteers commit to a position for a certain period of time (normally 

short).Given that nonprofit organizations are highly dependent on volunteers, it is important 

to manage correct strategic planning concerning short-term employment.  

                                                 
18Slaughter, L., Home, R., “Motivations of Long Term Volunteers: Human Services Vs Events”, UNLV 
Journal of Hospitality, Tourism and Leisure Science (HTL Science), 2004 
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2. Recruitment. 

Volunteers – are individuals, who donate their time, efforts and experience without 

being paid. That is the main reason, why they have to be recruited. Communication is the key 

to find volunteers. Among successful methods nowadays we can call: word-of-mouth 

referrals, newspaper articles, advertising, radio, TV, presentations before the community, 

seminars as well as online.  

According to surveys of the last years, the recruitment process is getting more and 

more difficult. It has forced many nonprofits to target new audiences for recruiting. Other 

nonprofits rethink the assignments they give to volunteers in terms of time, location and 

length of commitment. Volunteer banks were created, where volunteers can be assigned to 

projects that do not require a long-term commitment. As an interesting example, we can use 

the nonprofit organization “Best Buddies” in Miami. They recruit volunteers for a one-year 

commitment to exchange e-mail messages with people with mental retardation. It encourages 

participants to develop computer skills. But most important, they help to ease life for some 

social isolated people. List of recruitment opportunities for volunteers – See Table 4 in annex.  

3. Pre-recruitment process. 

Before recruitment, it is important to identify what type of volunteers is needed or the 

specific skills required. During the pre-recruitment process the company should identify how 

the timetable should be planned for the specific position (fixed hours or the volunteer can 

select his timetable). For programs, which require consistent hours, companies may target 

retired citizens or students, both of whom are more likely to be flexible, than working adults. 

Each volunteer position should have a description that outlines the job duties and 

responsibilities. The key for motivating and retaining volunteers is finding the best employee 

match. An organization, which wants to make itself more attractive to volunteers, may 

consider covering their out-of-pocket expenses (meals, transport etc.), as well as providing 

flexibility in hours and increasing the position responsibilities.  

4. Managing volunteers. 

Most of the time, in the organization there are 2 or 3 hierarchies: volunteers, paid staff 

and professionals. As a very critical point in this area we can identify the relationship between 

employees and volunteers. To eliminate the tension, the plan for managing volunteers should 

be developed in 2 phases: the organization should examine the tasks that could be better 

performed by volunteers, and the next step - specific volunteer positions should be developed. 
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The organization must also decide, whether they need an administrator for volunteers, or 

existing staff can take such responsibilities. These responsibilities could be: maintaining 

support, developing, motivating and evaluating, keeping officials informed about the scope, 

establishing and monitoring program goals and creating action steps for improvements.  

As we can see, volunteers have become an integral part of non-profit organizations. 

The guidance and support for volunteers are essential for successful integration of volunteers 

to the performance of the company.  

 

2.3 Human Resource Flow: Job Analysis, Recruitment, Selection. 

1. Job Analysis. 

For an organization to remain competitive, the HR needs must be accurately analyzed 

and identified. The organization must monitor past trends, evaluate present situation and 

predict what should be needed in HRM to achieve their strategic plans. For all these to be 

realized, data must be collected and scanned. That is what is called Job Analysis (JA).  

Job Analysis identifies a job's activities, behavior, tasks and performance standards. 

Basically, job analysis is foundation for most HRM activities: (1-6)19 

   1. Recruitment and selection: JA identifies knowledge skills, abilities, required for each 
position.  

   2. Developing compensation system 

   3. HR planning, career development, training: JA information helps employees understand 
promotion and training requirements, and recognize career opportunities.  

   4. Performance evaluation: with JA evaluation standards could be developed.  

   5. Risk management  

   6. Job design: JA identifies and accommodates changes, which happen over time wit tasks 
of particulate job positions.  

The first steps in conducting a JA are to define the purpose behind the analysis and 

then to determine what information is required. The information most commonly collected is 

data on job activities, educational requirement, types of equipment or tools, working 

condition, supervisor and managerial responsibilities, interpersonal and communicating skills 

                                                 
19 Pynes J.E. “Human resource management for Public and Nonprofit Organizations”,  
   Jossey-Bass, 2004 
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etc... “Person, responsible for Job analysis could be an employee from HRM department, 

employee of specialized firm or support staff employee (non-profit: executive director)”. 20 

Most common methods of data collection – See Attachment 5 

The following factors must be taken in consideration while deciding on the most 

effective way to collect information: (1-3)21  

1. Location and number of incumbents. 

2. Work conditions and environment. 

3. Knowledge, technology personal factors.   

But the key to effective JA should not be forgotten – managers and employees should 

be always aware of purpose of analysis. 

Advances in Job Analysis and information technology have changed many non-profit 

organizations. Positions are being redefined by accepting new missions and services. 

Organizations have become less hierarchical, as soon as many managerial responsibilities 

have been transferred to employees. Positions have become more flexible and employees are 

expected to perform a variety of complex tasks beyond their job description. 

When the Job Analysis has been made, the company can start with the recruitment 

process. As it was mentioned before, recruitment is one of the most important tasks of any 

organization. Recruitment is the process of attracting qualified candidates to apply for vacant 

positions within organizations. Recruitment is an ongoing process in a lot of organizations, 

however, it is not always planned, and that is the reason why it could be not successful 

enough.  

2. Internal recruitment. 

As a characteristic of non-profit sector in recruitment, we can call the use of internal 

sources. It means that companies are often looking at current staff to fill vacancies. The 

reason could be found in program stability and connection to community, which is very 

important in this area. The advantage of internal recruitment is that it enables the company to 

recoup the investments they have made in recruiting before. However, before the organization 

limits its recruitment process internally, other factors should be considered: (1-3)22 

                                                 
20Available at www. Managementhelp.org 
21 Pynes J.E. “Human resource management for Public and Nonprofit Organizations”,  
   Jossey-Bass, 2004 
22 Pynes J.E. “Human resource management for Public and Nonprofit Organizations”,  
   Jossey-Bass, 2004 
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1. Non-profit organizations require some special skills, which may not be found within 

the company. 

2. An organization with homogenous workforce should consider outside recruitment 

to increase the demographic diversity. 

3. The will to change the existing internal culture could also be important.  

 

3. External Recruitment. 

Typically, the company would seek qualified applicants from the relevant labor 

market. Non-profit organizations use the national labor market when critical skills are in short 

supply locally. Scientists, engineers, executive directors are more likely to be found on 

national level. All these drive us to the point that the organizations need to develop a 

recruitment strategy, which is necessary in a competitive job environment. Techniques such 

as internship, on-line-job training should be considered. As mentioned before, the most useful 

recruitment sources are newspapers (for example, Non-profit times).Nowadays, non-profits 

began to use online recruiting methods. When advertising is used in recruitment processes, it 

should be written in a manner, which would attract responses (it is efficient to use forms of 

the job qualifications). It should be also noted, that the hiring process includes selective 

procedures.  

4. Screening. 

Once the organization has communicated its needs and found applicants, the 

applicants should be screened. Larry W. Kennedy in his analyzing of non-profit market, said: 

“...volunteers should be interviewed systematically the same way you would recruit paid staff. 

An orderly and professional approach to volunteer management will pay off handsomely for 

your organization...”23 

The managers of non-profit organizations should make sure to follow the below 

conditions, when engaged in the process of screening: (1-4)24 

   1. Recognize, that all personnel has an impact on the group's performance. 

   2. Use the application form that covers all areas of the applicant's background. 

   3. Try to determine the real reason the applicant is heading to your department. 

   4. Evaluate perspective employees and volunteers. 

                                                 
23Larry W. Kennedy ,“Quality Management in the non-profit world”, Reliable Man Books, 2004   
24 Pynes J.E. “Human resource management for Public and Nonprofit Organizations”, Jossey-Bass, 2004 

 



 17 

First step in the screening process is application. A supplemental questionnaire should 

be developed to have questions related to the specific job to facilitate the screening process. 

The target of the first screen is to weed out applicants who do not meet the minimum 

requirements (age, level of education etc...). The second screen might include the elimination 

of applicants who lack the requested experience.  

Some types of tests could be used for screening – See Attachment 6 

Anyhow, the interviews still remain as the most deciding factor. There are two 

problems with interviews: it is a subjective tool and sometimes it doesn't really contain job-

related questions. That is why a person, who is going to precede the interview, should be well 

trained and the interview questions should be planned and structured.  

The US Merit System Protection Board (2003) proposes the following steps. (1-8)25 

1.  Develop questions based on job analysis. 

2. Ask effective questions. 

3. Ask each candidate the same question. 

4. Use detailed rating scales. 

5. Train interviewers. 

6. Use interview panels. 

7. Take notes during the interview. 

8. Evaluate selective decisions based on subsequent employee performance.  

The recruitment and selection process should be always recorded, so they could be 

evaluated later in order to eliminate mistakes.  

5. Organization mission. 

The core of every non-profit organization is its mission. Often, the mission statements 

attract clients, donors and employees to the organization. According to some experts, the 

mission is to form an effective strategy to improve performance in non-profits. There are 

several aspects, which keep pushing non-profits to mission-management: (1-2)26 

1) The mission is the bottom line for non-profits. 

2) Many non-profits have decentralized structure, in which managers do not directly 

control the activities of the staff.  

                                                 
25Available at  www. mspb.gov 
26 William A. Brown, Carlton F. Yoshioka, “Mission attachment and satisfaction as factors in employee       
retention”, Nonprofit management and Leadership, 2003  
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As an easy explanation, we can just imagine that we take out from for-profit 

organization financial incentives. What could possibly happen after that? The Company will 

lose their workforce. Non-profits do not have financial incentives from the very beginning, so 

there should be something else to keep people working. The presence of a salient mission 

statement reminds employees of the purpose of their work. Some studies found, that a better 

match between employee and organizational values predicts commitment and satisfaction.  

According to William A.Brown27, there are three basic principles, influencing 

employee's attitude around the mission: awareness, agreement, and alignment. Awareness 

means, that the employee should know the company's goal. Secondly, the employee should be 

agreeing with that purpose. And the third means, that employee should see the connection 

between his own work and the company's goal. An interesting aspect to mention, is that 

according to some researches, part-time workers would hold similar (if not higher) attachment 

to their organization mission, than full-time employees.  

There is an anonymous survey in an organization that shows the correlation between 

will to work and mission of organization.28 See Attachment 7.  

The studies showed that employees felt committed to their mission. However, they 

express dissatisfaction with compensating practices. We should be aware, that this survey was 

made on an example of an organization in a specific time period. But the results are worth to 

pay attention to: applying the mission could be a powerful aspect for the effectiveness of non-

profit organization.  

 

2.4 Compensation issues. 

The design of the compensation system is one of the most important tasks of strategic 

management. Compensation is influenced by many factors: the expectation of fairness by 

employees, competitive labor market wages, the level of other benefits provided to employees 

etc... To develop a compensation system, employers rely on three types of equity: external, 

internal and employee. 

                                                 
27William A. Brown, Carlton F. Yoshioka, “Mission attachment and satisfaction as factors in employee 
retention”, Nonprofit management and Leadership, 2003  

 
28William A. Brown, Carlton F. Yoshioka, “Mission attachment and satisfaction as factors in employee 
retention”, Nonprofit management and Leadership, 2003  
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External equity is the standard which compares an employee's wages with wages on 

external market. For example, what do program directors of non-profits, which provide 

services for people with disabilities, get paid? To determine external equity, number of 

researches should be performed and labor market should be analyzed. Non-profit companies 

should concentrate their attention on comparable organizations. It could be difficult to find 

this comparison for the reason that non-profit services evolve in response to a variety of 

forces and organization mission. When looking for comparable employees, companies should 

seek for similar services, similar size, structure and revenue sources (size of budget, grand, 

contributions), cash compensations and benefits, position title and benchmark equivalents.  

See Table 8 in annex.  

Internal equity – is the standard that requires employees to set wages for jobs in the 

organization that corresponds to the relative internal value of each position. This interval 

value is determined by job evaluation. Employees should be paid according to value of their 

work, which is determined by job compensation factors: level of education, amount of 

experience, amount of responsibilities, job hazards.  

See Table 9 in annex. 

The problematic area in job evaluation is that the system is inefficient for its lack of 

flexibility in supporting individual missions and cultures, for its inability to respond to rapidly 

changing external conditions.  

Employee equity – is the comparison of pay across employees, performing the same 

and similar work. Most compensation structures include pay ranges. The pay range reflects 

the minimum and maximum that the employee can get paid for the position. One of the 

common processes which occur in non-profit organizations is compression. Compression 

happens, when the salaries for jobs filled from the external market are increasing faster, then 

incumbent wages. It is often the reason of changes of market wages during years. Employee 

equity can result with pay differentials within the same position.  

List of some alternative pay systems, which could be a reason for differentials – See 

Attachment 10. 

1. Executive compensation and benefits. 

The compensation and benefits system provided to executives in the non-profit sector 

are often different from the compensation and benefit policy other employees receive. In the 

non-profit sector executives serve in the discretion of the board of directions. And for the 



 20 

reason of the position's lack of security, executives are likely to have negotiated employment 

contracts. Executives are hired for their professional experience and expertise, and position 

contains risk. Severance protection allows executives to be free to make some important 

decisions and usually includes a fixed amount of salary. Some experts recommend that non-

profit executive salary should be at the medium and above the median of comparable 

organizations in the area. Information on too high salaries for non-profit executives were 

brought forward several times in light of non-profit scandals. The reason for that is that high 

non-profit executive salaries “steal” professionals from for-profit markets. However, non-

profit officials stay on the position that it should be allowed to have high salaries range in 

order to attract talented individuals to non-profit sector.  

According to Bob Gilstrap29, compensation of executives in non-profit is very 

complicated question nowadays. Executives in non-profits may possess the same level of 

responsibilities, as the ones in for-profits, but sometimes get higher salaries. The problem of 

“stealing” talented work-force from for-profit sector is not the only one. The second question 

is that in order to attract executives by giving them high salaries, not to have other staff 

underpaid. It could be reflected in the will of young employees to leave the organization after 

a short period of time, and it means, that the company should pay twice or more for 

recruitment and training process. Anyhow, we should always understand in what level of 

liberal market society we are living in. If the country is still in situation of all-embracing 

consumption, where the profit sector without any question is the engine for economic 

development – question of stealing workforce could be crucial. But if a country is already 

moving to the second stage of liberal development – where social health and happiness is 

already in lights of attention – non-profit sector has every right to attract a working force 

using any instrument allowed on the labor market.  

2. Benefits. 

Wages correspond to only one part of the compensation package. The way of indirect 

compensation is called benefit. The importance of benefits should not be underestimated. This 

question is especially important for non-profit organizations, where a big part of the work 

force is volunteers. Traditional benefits such as health insurance, retirement pensions, paid 

                                                 
29Bob Gilstrap, “Executive compensation in the non-profit sector: balancing mission, compliance and 
competition” 
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time away from work, child and elder care, flexible schedules, educational assistance are 

critical for attracting qualified applicants.  

Required benefits (social security, unemployment compensations, worker's 

compensations) provided by non-profit organizations are determined and approved by the 

board of directors. 

Discretion benefits – to be competitive, the non-profit organizations need to offer 

additional benefits, beyond issued by law: (1-9)30 

   1. Pensions. Traditionally, small non-profits have no offer of retirement plan. There 

are two common pension plans in the non-profit sector: defined-benefit and defined-

contribution plans. Defined-benefit is a pension plan that specifies the benefits at the time of 

retirement. The advantage of this type is that the amount can be calculated before and it gives 

some type of guaranty. In defined-contribution plan the employer guarantees that a specified 

contribution will be deported on the employee's account every year. These accounts are 

invested. At the retirement date employees receive lifetime payments and annuities. An 

advantage is, that the money is portable, if the employee changes job. 

   2. Insurance – health, life, long-time, sickness, accident, disability. 

   3. Disability benefits 

   4. Paid time away from work (vacation, holidays, and sickness). Could become a 

problem in non-profit company considering existing of unpaid staff.  

   5. Educational programs, 

   6. Quality-of-work benefit 

   7. Flexible benefits. One of the issues today is the provision of domestic partnership 

benefits. 

   8. Employee assistance program (marital conflict, alcohol, AIDS, stress). 

   9. Flexible job environment. 

In general, employees who are provided benefits play a big role in strategic HRM. But 

the question is even sharper for non-profit organizations. At first, a well-managed benefit 

system is a key to attract new qualified applicants (which is difficult for the non-profit sector). 

Secondly, benefits in form of grants or during-day-spending money could help to attract and 

keep for a longer time even more talented volunteers.  

                                                 
30 Joan E.Pynes, “Human resource management for public and non-profit organizations”, Jossey-bass,2004 
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2.5 Performance management and evaluation. 

The increasing demands for accountability made non-profit organizations to focus on 

performance management. Performance management – is a complex of activities to ensure, 

that the goals are consistently being met in an effective manner. Performance evaluation is a 

critical component of strategic HRM. The information from evaluation activities can be used 

to assist companies in accomplishing their mission. Performance evaluation provides the 

management with special information to make strategic decisions about employee 

advancement, retention or separation.  

It is important to note, that accurate evaluations provide information and feedback to 

employees. Employees must always be informed about the goals and objectives of the 

company’s evaluation process. Unfortunately, this condition does not always hold. Employee 

dissatisfaction with the performance evaluation system has been based on a number of 

factors: “objective performance measures have been lacking; setting up the evaluation system 

without declaring the necessary time, supervision and financial resources; raters are also not 

held accountable for the accuracy and quality of their ratings”.31 Another reason why 

performance evaluation systems have been heavily researched is that they play an important 

role in court cases, involving promotion, discharges, layoffs etc...  

  

1. Developing an Evaluation Program. 

In many non-profits a formal appraisal system does not exist. Health care facilities are 

known for evaluating direct service providers (nurses, social workers, medical assistance) on 

the basis of their individual behavior and performance. Executive directors receive bonuses 

that are tied to the organization financial performance. The interesting moment is that both 

raters and ratees do not like to participate in the process. But the integrity of the performance 

appraisal system depends on the rater’s and ratee's understanding its objective.  

2. Rater training. 

For the evaluation to be accurate, raters should receive training in the development of 

personal standards, goal setting, observation, and recall and documentation skills. They 

should also learn how to complete the evaluation instruments, how to give performance 

                                                 
31 Joan E.Pynes, “Human resource management for public and non-profit organizations”, Jossey-bass,2004 
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feedback, how to avoid rating errors. Employees must be rated on the basis of job-related, 

non-discriminatory criteria.  

See Table 11 in annex. 

Another aspect is, that raters should be trained according to the organization 

instruments and objectives (different organizations – different purposes of evaluation). 

3.360-degree feedback. 

The question here is – who should rate the organization? In most companies 

supervisors are responsible for the employee’s performance. The problem we meet here is that 

supervisors often work apart from employees and they are not able to observe employee's 

performance. To eliminate this dilemma, more and more organizations are implementing an 

appraisal called “360-degree feedback”32. It is a technique, in which an image of an employee 

is produced from multiple angles. People, participating in evaluating, include: employee 

himself, manager, colleagues, subordinates. The category of participants could be extended 

on: clients, partners, shareholders and other business contacts. As an advantage of this 

appraisal we can call a decrease of subjectivity, bringing in a wider range of opinions, helping 

to increase the size of the future-oriented part of the managerial appraisal. Otherwise, as a 

disadvantage we can call the time and effort, that need to be spent. Another issue is that 

subordinated colleagues, often lack the training necessary to evaluate employees near them 

(ratings could be heavily influenced by personal factors). Many organizations require 

employees to evaluate their own performance independent from other evaluations. This 

process could be useful for the reason that employees are often aware of performance 

constraints, or they have received recommendations for their performance, that their 

supervisor does not know about.  

4. Executive evaluation. 

The evaluation of managers and executive directors of non-profits is typically 

performed by city councils, board directors, or council and board subcommittees. This type of 

evaluation met with some problems for the past years. Lack of will to spend time on the 

process or not paying enough attention from the board for the rules of procedure was 

observed. Even more to say, till today there is no best technique that can be used to evaluate 

the non-profit chief executive.  

                                                 
32Available at www.12manage.com 
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Methods of assessment have been identified: (1-3)33 

   1. Continuous observation of the chief executive by a board member, especially the 

chair person. Could be easily performed in small organizations, where the board works 

closely with the chief executive. 

   2. An annual board committee review designed to assess the state of the agency and 

the chief executive performance.  

   3. Full-dress public assessment of the chief executive, including formal hearing and 

survey data from an extensive variety of interested parties. This type is very time-consuming 

and often requires an outside consultant.  

 

 5. Evaluation Review. 

In many non-profit organizations pay-for-performance concept does not exist. 

Supervisors nevertheless can use the evaluation process to develop their employees. A 

systematic approach to performance appraisal will help employers make sure, that they have 

the same understanding of satisfactory performance as their employees.  

 

6. Performance appraisal techniques. 

There are three general approaches to performance appraisals: absolute, comparative 

and goal setting. Absolute methods evaluate employees without referring to other employees 

(evaluation against their own standards). Comparative methods – employees in one unit 

relative to everyone else in the group, are used to differentiate levels of performance across 

employees. Goal setting – evaluates, whether the ratee attained predetermined goals.  

Below is an overview of some of the most common types of evaluation instruments used 

in non-profit sector: (1-7)34 

1. Trait rating. Tend to be subjective, not related to job performance or relevant behavior.   

 See Table 12 in annex. 

2. Behavioral-Auditor rating scales. Evaluating the employees, using the set of 

behavioral description can often have unacceptable outcome results. As an advantage 

                                                 
33 Joan E.Pynes, “Human resource management for public and non-profit organizations”, Jossey-bass,2004 
34Joan E.Pynes, “Human resource management for public and non-profit organizations”, Jossey-bass,2004 
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we can call reducing of ambiguity. As a disadvantage – time consuming and complex 

structure. 

See Table 13 in annex. 

3. Essay. Evaluating highly dependent on writing skills. 

4. Productivity data or Work standards. 

5. Management by objectives. Raters and employees together determine goals or 

objectives and a plan of actions for achieving them. See Table 15 in annex. 

6. Critical incidents. Records actual incidents of successful or unsuccessful performance.  

See Table 14 in annex. 

7. Personal data. Tabulation of number of absences or number of times employee at work 

late.  

Many companies mistakenly believe that the evaluation instruments should be uniform 

across the organization. In reality, the evaluation process is valuable, only if it is relevant to 

the particular position.  

7. Alternative performance management techniques. 

As companies move to team-based environment, there is a movement away from 

individual approach. 

Below is a list of some new techniques developed: (1-4)35 

1. Total quality management. Promotes the continuous improvement of procedures from 

the top to the bottom, to increase satisfaction of client. Quality is achieved by 

improving the process, not blaming employees. 

2. Gain-sharing. Distribution of gains from improved performance to employees, based 

on established formula.  

3. Goal-sharing. The same logic with gain-sharing, but longer in time understanding. 

Used, when the external environment is rapidly changing and the organization wants 

to target the goal in a particular period of time.  
                                                 

35Available at www.managementhelp.com 
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4. Balance-scorecard. Measures such as customer satisfaction, employee satisfaction, 

quality. 

 

8. Poor performance. 

Any non-profit organization at one point of time meets with a problem of poor 

performance. When the person is paid, dealing with this problem is not very difficult. The 

situation becomes more complex, when we talk about volunteers. Insensitive handling of one 

volunteer can have the negative impact on other members. Larry W. Kennedy writes, that 

“volunteers should be held accountable just as though they were being paid a dollar to 

work”36. But a different aspect is that each non-profit sooner or later will meet with the 

problem that a person “volunteers, because he is profoundly lonely”. 37. Sometimes it could be 

a good deal as for the company, as well as for the individual. But other times, it could become 

problematic, because physiologically this person was not prepared to work and make an 

improvement in his responsibilities. At this point, if the performance is under level, this 

person should be asked to leave. But in the environment of lack of volunteer work force, for 

non-profit companies it could be hard to make such decisions. More or less, the rule here is, 

that an effective non-profit executive owes to the organization achieving a competent staff 

environment.  

 

2.6 Training and development of volunteers and staff. 

Training and development are used in organizations to improve the skills of employees 

and enhance their capacity to cooperate with changing demands of work environment. As 

well as in for-profit sector, demands placed in non-profit organizations keep changing. 

Companies are threatened with budget cuts and reduction in staff, while customers are asking 

for better services. Change became a necessary part of economical life of companies. So if a 

company wants to stay competitive, it should learn to handle change. Change could appear in 

many areas: changes in goals, purchase of new equipment, new laws and regulations, 

fluctuations of the economy, increased pressure from stakeholder’s actions of competitors 

etc… At any period of time a company should be sure, that their staff has the requested skills 

and abilities to confront new challenges.  

                                                 
36Larry W. Kennedy ,“Quality Management in the non-profit world”, Reliable Man Books, 2004 
37Drucker,P.F., “Managing the non-profit organization”, Collins, 1992 
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Training could be used to improve employee performance, as well as attitude. 

Programs could be focused on improving individual level of self-awareness, increasing 

individual competency in one or more areas of expertise, increasing individual motivation in 

performing their job.  

1. Needs assessment. 

The first step in the training process is to determine training needs. Need assessment 

could help to understand, whether performance difficulties can be eliminated by training. The 

organization can determine training needs through a variety of techniques. Correct strategic 

job analysis could be very useful in this point. In other words, if a company makes an 

accurate scan of job requirements, training needs would become obvious. Normally, training 

programs should be divided into training that can be performed at job and training, based on 

formal institutions. For example, according to J.E.Pynes38, in some non-profit organizations, 

working with delinquent or states offended youths, new employees receive training on the 

HIV and AIDS within 15 days of being hired. Training is provided by outside experts. 

2. Developing training objectives. 

The objectives provide standards for measuring what has been accomplished and 

calculating level of accomplishment. For training objectives to be useful, they should be 

stated as specific as possible (it should cover every small detail of work position). The 

objectives should be set through a collaborative process from managers, supervisors, workers 

and trainers, to ensure, that they are reasonable and realistic. 

3. Developing a curriculum. 

Before developing the content and the manner of providing information, should be 

performed an analysis of trainees. First decision to make is whether to provide on-the-job 

instructions, off-the-job classrooms or a combination of the two. On-the-job instruction is 

useful, when employees are expected to perform certain tasks (often mechanical). Employees 

learn by actually doing the job. Another type of on-the-job training is when an employee is 

moving from position to position in certain intervals (useful to understand the whole process 

of work). Off-the-job training provides alternative service – employees receive information 

away from their offices.  

Number of some common techniques used in training – See Attachment 16 

 
                                                 

38 Joan E.Pynes, “Human resource management for public and non-profit organizations”, Jossey-bass,2004 
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 4. Delivering training. 

Another problem to be solved, is the timetable. For how long should training take 

place? What time of day? What size of group? Answers on all these questions depend on the 

amount of information needed to be delivered and choice of techniques. Most of all non-

profits cannot afford such waste of time and such expenses for analysis.  

Anyway, we have finally reached the point of delivering training. At some point, the 

trainer and trainee converge. It is up to the trainer to create the climate, in which individual 

learning styles are recognized. One of the problems, which appeared in this area, is that 

trainees are not taken as educated, experienced adults. Research on successful training 

programs showed, that programs should be designed to address not only subsistence content 

or material, but also people’s background and personal information, as well as learning skills.  

 

5. Evaluation of training. 

Evaluation of training important for understanding, if objectives were accomplished. 

There are four levels, suggested for evaluating programs: (1-4)39 

   1. Measuring the participant’s reaction on the training process. Learning has taken place, if 

one of the following occurs: attitude has changed, knowledge has increased, and skills are 

improved. 

   2. Measuring, whether learning has occurred as a result of training. Participants could be 

tested on presented information. 

   3. Measuring the extent to which on-the-job behavior change has occurred. Could be 

possibly measured by supervisors. Important the measure of personal satisfaction. 

   4. Measure of final results (improving of organization performance).  

If the training did not accomplish objectives, HRM department should assess the 

conditions, the trainee returns to. This point is very crucial, considering the time and money 

has been spent. Another aspect is that often training’s problems in reality happen to be 

environmental problems. It should be one of the strategic goals for the company to manage 

the climate, where employee could transfer, what he has learned, to the job.  

                                                 
39Joan E.Pynes, “Human resource management for public and non-profit organizations”, Jossey-bass,2004 
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6. Career development. 

Career development provides the employee with knowledge and skills that are 

intended to be used in the future. The purpose of career development is to prepare employees 

for the company’s future needs. Career development programs provide incumbents with 

advancement opportunities within the organization, so they will not intent to leave the 

working position. Time and resource spent by company bring to employee the signal, that he 

is valuable for the organization, which makes him more motivated and responsible. The talent 

of the HR manager is to feel possibilities of employees and to understand the right time to 

offer a career development. Mistake in estimation of time could result in losing employee, no 

matter what kind of opportunities could be offered. Employee and supervisor should produce 

a plan that focuses on employee growth and development.  

7. Volunteer training and development. 

As it has happened before, a question of training employees gets difficult, when we 

come to volunteers. Many non-profit managers fail to recognize, that the company should 

build training strategies for all members. Not trained volunteers can create chaos in services, 

which will cost the company extra resources. If the nature of volunteer work is just basic and 

routine-like – the problem is not so big. But if the opposite is true, then the problem is quite 

big.  

Considering limited resources of non-profits, training could be provided by 

supervisors and supporting staff. It often happens, that volunteers are employed for a short 

period of time, so the amount of tasks is not so spread out. That is why training techniques for 

volunteers could be much faster and easier, than for paid staff. Another way used in a lot of 

non-profits nowadays, is to incorporate already employed volunteers in training programs. In 

other words, volunteers are trained by other volunteers.  

According to Larry W.Kennedy40, there are six steps to develop volunteer training 

program:  

   1. Understanding of area to teach. Both trainee and trainer will assess the goal, which they 

want to achieve to particulate time. 

                                                 
40Larry W. Kennedy ,“Quality Management in the non-profit world”, Reliable Man Books, 2004 
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   2. Way of teaching should be created. The smaller the company, the easier it should be. 

   3. Budget. Training could be done fairly inexpensively, but rarely free.  

   4. Materials should be prepared. 

   5. The time-table should be sent to all volunteers and make sure it was delivered. It helps to 

create trust between company and staff. 

   6. It should be ensured, that all the logistics worked out 

Volunteers are a very specific workforce. It is wrong to conclude that training of 

volunteers is easier than doing so for paid staff. Considering the short period and easier 

techniques, there appears to be more pressure on building trust between company and new-

comers. Non-dependency from money should be compensated with psychological 

dependency on environment, collective relationship, which in general is called organizational 

culture. 

Training and developing has the same value with any other HRM activity. “If career 

and organizational paths are identified, training and development programs must be used to 

move employees along these paths”.41 New approaches for training need to be considered, 

and the organization should reward individual growth and development, which benefits the 

individual, as well as the organization.  

 

 

2.7 Employee separation.  

Employee separation is an even more difficult task for non-profit organizations, than 

employee hiring. Especially, if we are talking about volunteer staff, it is very difficult for 

executives to avoid feeling guilty about employee termination. In addition to this we should 

consider the cost of finding a new employee, which is very high for non-profits nowadays. In 

other words, terminating the employee is one of the most risky actions non-profits can take. 

The safe approach is “to assume that every termination may result in a legal challenge and to 

                                                 
41 Joan E.Pynes, “Human resource management for public and non-profit organizations”, Jossey-bass,2004 
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proceed accordingly”.42 List of terms, explaining different types of separation from 

employment – See Attachment 17. 

 

It is not much to say about employee separation in non-profit, because it is practically 

the same way of employee separation with for-profit sector. We should always remember that 

according to Larry W. Kennedy volunteers should be treated the same way as paid staff. To 

use the same logic, the preparation should be the same way in non-profit and for-profit 

companies. The only rule to remember here is that the employee should be always informed 

about the reason of termination. In case of non-profits, by not explaining the reason, the 

company could expose itself to even greater risk: supply of the non-profit workforce is limited 

and the leak of information inside community can result in decrease of company’s reputation.     

 

2.8 Nonprofit Employment Trends Survey 2009 

This year’s survey included responses from over 250 organizations over USA.  
 

1. Staff size 

Staff Size and Projected 
Growth 

2008 2009 Difference from ‘08 to ‘09 

Organizations that 
intend to create new full-

time positions 

61,90% 41,60% (20.3%) 

Organizations that 
intend to downsize or 

layoff staff 

7,60% 26,10% 18,50% 

Organizations that 
intend to reduce staff 

through attrition 

4,60% 17,60% 13,00% 

Source : (Nonprofit Employment Trends Survey 2009, Nonprofit HR solutions) 
 

This data reflects the creation of little to no new job growth among participants. The 

primary reason for eliminating positions (53.9%) was called a Budget Shortfall. Another 

important question is for organizations that were planning to eliminate positions, whether or 

not they plan to offer any type of severance benefits. 62 % answered “yes”: references beyond 

basic verifications, healthcare benefits. In the question of projected growth, the top three areas 

                                                 
42Available at www.nonprofitrisk.org 
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of growth contain Direct service (23, 6%), program management / support (20, 3%), Fund 

raising/Development (15.9%). 

 

2. Recruitment strategies and budgeting  

Staffing Strategies 2008 2009 
Difference from             

‘08 to ‘09 

Use Current Staff 91,20% 89,70% (1.50%) 

Hire New Staff 68,00% 59,30% (8.70%) 

Contract with 
Consultants 

44,20% 47,10% 2,90% 

Source : (Nonprofit Employment Trends Survey 2009, Nonprofit HR solutions) 
 

According to statistics, in 2009 nonprofit employers intend to do significantly less 

hiring and significantly more downsizing than in 2008. It could be explained by tightening of 

findings and organizations are challenged with finding new employees.  

Very important part of recruiting is advertising. And as it was already said, often non-

profits do not have enough resources to use in advertising. It is also important to note that 

51.0% respondents do not have a recruitment budget.  

 

Recruitment Budget 2008 2009 Difference from           
‘08 to ‘09 

Will increase compared 
to previous year 

12,20% 5,90% (6.30%) 

Will decrease compared 
to previous year 

3,90% 18,10% 14,20% 

Will remain unchanged 27,10% 25,00% (2.10%) 

Source : (Nonprofit Employment Trends Survey 2009, Nonprofit HR solutions) 
 

Majority of respondents offer no form of referral bonus to employees as part of a 

recruiting strategy. 
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3. Staffing challenges. 

The question of how long it takes to fill certain positions, the data remained fairly 

consistent. 

Type of Position 2008 2009 Difference from ‘08 to ‘09 

Entry Level/Support 30-60 days 50% 30-60 days 46.8% (3.20%) 

Professional 30-60 days 41.6% 30-60 days 44.8% 3,20% 

Management 60-90 days 37.6% 60-90 days 36.8% (0.80%) 

Executive 90+ days 46.6% 90+ days 43.3% (3.30%) 

Source : (Nonprofit Employment Trends Survey 2009, Nonprofit HR solutions) 
 

Survey 2009 is the first to include responses on finding diverse candidates and 

balancing gender and age diversity. 

 

4. Staffing resource management. 

One of the greatest challenges of non-profits is the ability to allocate resources for 

HRM. Important human resources functions are often performed by staff whose primary 

duties are not HR related. 

If to talk about use of third-party vendors to assist with recruitment needs, 35.7% of 

2009 respondents indicated that they do not use third parties for staffing needs.  

 

Staffing/HR Function 
Management 

2008 2009 
Difference from              

‘08 to ‘09 

Staff Member Manages 
in Addition to Other 

Functions 
37,00% 36,80% (0.20%) 

Dedicated Staff Member 21,40% 29,00% 7,60% 

Shared Between Two or 
More Staff 

23,10% 18,70% (4.40%) 

Source : (Nonprofit Employment Trends Survey 2009, Nonprofit HR solutions) 
 

As a conclusion we can say HR function continues to be understaffed and under-

resourced across the vast majority of organizations within the sector.  
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4. Conclusion. 

“In Nonprofit organizations, like nearly every other employer type, anticipate less 

hiring and more downsizing in 2009. Appropriate resource allocation for staffing and human 

resources lags when compared against its proportion in most organizational budgets. 

Interestingly, while workforce diversity within the nonprofit sector remains an important 

issue, the majority of survey respondents did not consider it a major challenge. With the 

exception of questions regarding adding and eliminating positions, most responses remained 

relatively consistent from 2008 to 2009”.43 

 

2.9 Non-profit employment trends survey 2010. 

This year’s survey includes responses of over 500 non-profits from across USA. 

   

 1. Staff size and projected growth.  

In the comparison with 2009, 28% of non-profits anticipated, that their staff size 

would likely increase, 35% anticipated that they would like to see no changes at all, 37% 

anticipated that their staff size would likely decrease. In addition to that survey proved that 

medium and large organization are handling the crisis much better, then small organizations. 

 

Change in Staff Size 
 

Small Organizations Medium Organizations 
Large Organizations 

 

No Change 25% 41% 
40% 

 

Larger Staff Size 29% 26% 
29% 

 

Smaller Staff Size 46% 33% 30% 

Source : (Nonprofit Employment Trends Survey 2010, Nonprofit HR solutions) 
 

In the matter of creation of new positions, 36% indicated that they planned to create 

new positions, 24% were unsure and 40% said that they did not plan to create new positions 

in 2010. Important to note, that the majority of organizations do not plan to freeze hiring, 

reduce staff and eliminate positions.  

 

                                                 
432009 Nonprofit employment trends survey. Executive summary”  
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Figure 1: Staff Size Predictions 2010. 

 

 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source : (Nonprofit Employment Trends Survey 2010, Nonprofit HR solutions) 
 

 Only 10% in 2010 mentioned eliminating positions. The main reason for that is the loss of 

funding from government grants and decline in operating budget.  

 
Figure 2: Reasons Positions May be Eliminated in 2010 

 

 

    
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Source : (Nonprofit Employment Trends Survey 2010, Nonprofit HR solutions) 

 

Anyhow, we can see the significant improvement from 2009.    

In the area of Job growth the growth is mainly expected in Direct Services (34%). It 

represents an increase of 10 % in comparison to 2009.  
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Figure 3: Area of Most Anticipated Job Growth in 2010 
 

  

 
Source : (Nonprofit Employment Trends Survey 2010, Nonprofit HR solutions) 

 

In the aspect of employee turnover, organizations in 2010 anticipate a lower turnover 

rate then 2009. In addition to that, volunteer turnover declines in the periods of economic 

difficulties.  

 

   2. Recruitment strategies and budgeting.  

Figure 4: Staffing Strategies Used to Support New Programs and/or Initiatives 
 

  
 

 
Source : (Nonprofit Employment Trends Survey 2010, Nonprofit HR solutions) 

 

The majority of respondents utilize current staff. Some surveys have indicated that job 

losses in the sector could be driven by the use of volunteers. 
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Figure 5 shows that 61% from small organizations and 58% from medium-size 

organizations responded to use current staff for new programs and Initiatives. It basically 

means, the larger nonprofit are – it is more likely to create new jobs. This advantage can 

really play role in separating leadership opportunities in sector.  

 
 

Figure 5: Staffing Strategies Used to Support New Programs and/or Initiatives: By 
Budget Size 

 

     
 
Source : (Nonprofit Employment Trends Survey 2010, Nonprofit HR solutions) 
 

Survey respondents were also asked about where the majority of applicants come from.  
 

Figure 6: When your organization has a vacancy, where do "the majority" of candidates 
seem to come from? 

 

 

 
 
 
 
 
 
 
 
 
 
Source : (Nonprofit Employment Trends Survey 2010, Nonprofit HR solutions) 
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As we can see on the chart, the majority of workforce is coming from other 

organizations within the sector. It could be seen as disadvantage in matter of limited 

recruitment opportunities.  

As it was in year 2009, three-quarters of respondents indicated that they did not have 

particular budget for recruitment process. According to that, there are expected some changes 

in 2010:  

Figure 7: If your organization has a formal recruitment budget, will that budget: 

 

 
Source : (Nonprofit Employment Trends Survey 2010, Nonprofit HR solutions) 

 

Another important subject is advertising. Especially non-profit organizations expend 

marginal funds on recruitment advertising.  

   3. Staffing Challenges.  

Figure 8: Greatest Staffing Challenge in 2010 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
Source : (Nonprofit Employment Trends Survey 2010, Nonprofit HR solutions) 
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In the periods of economic difficulties, all organizations should sacrifice some part of 

their stability. In regards to non-profit originations, they are always providing more service 

with less staff.  

And of course, as we already know, the greatest challenge of non-profits is to fill the 

position. Interesting to note, that in this sector high unemployment level could have positive 

effect on filling a position - for example, staying in shape and offering volunteer work.  

 

Figure 9: Length of Time to Fill Positions 

 
Source : (Nonprofit Employment Trends Survey 2010, Nonprofit HR solutions) 

 

The highest rate is still on professional positions.  

If speaking about diversity, gender and age - it is still one of the challenges of non-

profits. According to the survey, larger organizations seem better in handling the problem.  
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 4. Staffing resource management.  

In the non-profit sector the problem of time allocated to HRM function still remains. 

Organizations still rely on staff which is not specialized in area of HRM.  

 

Figure 10: Overseeing the Hiring Process 

 
Source : (Nonprofit Employment Trends Survey 2010, Nonprofit HR solutions) 

 

In generally we could say that due to lack of resources and lack of staff, companies are 

not paying enough attention to HRM in organization, which often cause even higher costs for 

recruitment and separation processes. 

 

5. Key findings.  

As a conclusion we can see, that the non-profit job market appears to be stabilizing: 

decreasing eliminations of positions, increasing of staff size, lower turnover and creation of 

new positions (at least in large organizations). But still there is a workforce at risk: risk of use 

only internal labor market. And in the end, as well as in year 2009, HRM department is not a 

priority in non-profit organizations.  
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3. Comparison analysis.  

 

The best way to understand specific attributes of human resource management 

in non-profit sector is to see it in comparison with for-profit.  

Let me give a quick summary of differences between these two types of 

organizations. Firstly, that success in the for-profit sector is in making profit, when 

success in the non-profit corporations is in meeting pubic needs. Secondly we can 

mention, that the CEO in the for-profits is often in the Board of Directors, but in non-

profits usually they are not on the board. And, of course, the third factor is tax 

liability. Normally for-profit organizations are not exempt from paying taxes. In case 

of non-profit with special permission from government company can be exempt. The 

same logic holds about money invested in company: in for-profit sector it cannot be 

deducted from the investors personal tax liability; money, donated to non-profits, 

deducted from donor’s personal liability. Although we should always keep in mind, 

that differences are not so big, comparative to similarities. Effective governance, 

effective management, planning, cost-benefit analysis – all these are still the main 

components of economical structure in both types of organization. In addition to this, 

each type of organizations could meet the same issues: struggle with financing, day-

by-day changing demands in workforce, satisfaction of customers etc…  

Logically, in the area of Human resource Management works the same rule: 

there are not so many differences between the two types of organizations, but the few 

that are could be very valuable in the end. Let’s just remember the rule we already 

used, that volunteers in a company should be managed the same way as paid staff. 

Generally speaking, that non-profit employees should be managed at the same level as 

employees in for-profit sector.  

 

3.1 Human Capital 

According to Hannah S. Sistare44 , XXI century is a century of multisectoral 

workforce and she shows some challenges, connected to this view: 

                                                 
 44Hannah S.Sistare, Myra Houze Shiplett, Terry F.Buss, “Innovations in Human Resource 

Management: Getting the Public's Work Done in the 21st Century “, M.E.Sharpe, Inc, 2008 
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- Accountability. Non-profit sector always has an authority, having last 

word in decision of fund transferring. The issue could be a reliability of authority.  

- Acquisition. Identification and communication clear contract requirements.  

- Legal and governance 

- Social equity and values 

- Organizational culture.  

 

But in my opinion, at least one challenge is missing here. In multisectoral 

workforce environment one of the biggest issues is human capital valuation. For the 

non-profit sector it is very important to pay extra-high attention to managing Human 

Capital. Correct Human Capital understanding will profit for strategic management of 

organization. Human capital plan should address strong and weak points of each part 

of workforce. It is very important to include in plan communicational aspects (to 

reduce the conflict between paid staff and volunteers).  

 

3.2 Organizational climate 

In comparison to the for-profit sector, where each actor has mostly individual 

interest (management, employees), the non-profit HRM should be concentrated on 

creating “external stimulus”: understanding of meaning of particular position, 

accomplishing a mission, “doing good”, which can increase their emotional 

commitment. In my opinion, the idea of “doing good” and mission achievement could 

be used as well in the for–profit sector in order to redefine the corporate purpose and 

clearing up the main “good” of organization. Psychological employee satisfaction is 

important for any healthy organization. That, according to Ap Eigenhuis and Rob van 

Dijk 45, could move the organization from “positive climate” to “winning climate”.  

 

3.3 Volunteering 

Of course, the main difference in HRM between non-profit and for-profit 

organizations is the existence of volunteer workforce. Volunteers are a very important 

part of non-profit workforce. The question of volunteering is very complicated and 

covers a lot of areas: psychological aspects, motives, organizational behavior etc… 
                                                 

 45Ap Eigenhuis, Rob Van Dijk, “HR Strategy for the High Performing Business: Inspiring 
Success Through Effective Human Resource Management”, Kogan Page, 2008 
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The main subject we are interested in is the role of volunteers in organization and 

ways to manage this type of workforce.  

1. Tasks of volunteers 

A common way of understanding is that volunteer work is some kind of 

“charity to society”. But in reality most volunteers seek to train some particular tasks 

and actions, based on what they could be offered at a paid position. That is why the 

goal of the HRM in non-profits is to create a network of specific tasks for volunteer 

work in company. These tasks should be on an average level of difficulty, because 

anyway these people are not paid, so their will of doing some very complicated work 

is limited.  

2. Volunteer role 

We can say that the main goal of non-profit HRM in today’s economy is to 

institutionalize volunteer work. With time, volunteer work in organizations developed 

from just offering some help to administration activities: setting standards of 

performance, incentive systems, selection procedure, evaluation of achieving the 

organizational goal etc… Institutionalization will clear up expectations (as for 

volunteers, as for managers) and, logically, will get better visible results.  

There are two ways of institutionalization of volunteer work: 

1. Standardization attached to the role of volunteers 

2. Insurance, that people perform the task for the right reasons. For this to be 

possible people should be correctly motivated.  

Generally said, if the company wants to have correctly managed volunteer 

work, it should have strong incentives. One, and the most powerful tool, is the reward 

system. One type of rewards, mentioned in “Volunteers: A Social Profile 

(Philanthropic and Nonprofit Studies)”46 is “purposive”: “people can be motivated to 

work for the organization by emphasizing the worthiness of the values for which it 

stands”.      Other very important aspect, that not 

always the reason volunteer took a position is the same with the reason he continuing 

volunteering. It is easy to understand, that there is a possibility, that he would like to 

take paid position already, but cannot due to his own reasons or some economical 

problems in society. Based on this, organization should always scan the motives and 

                                                 
 46 Marc A.Musick, John Wilson, “Volunteers: A Social Profile (Philanthropic and 

Nonprofit Studies)”, Indiana University Press, 2007 
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abilities of volunteer in real time and compromise with changes. An organization, 

which treats their volunteers all the same, as just a mass of people, will probably have 

a very high turnover together with high costs.  

 

3.4 Mission 

The aspect, that the mission is very important for non-profit organization – we 

learned before. Some organizations are using the form of mission statements. 

See Attachment 18 

The question here is, is it necessary to do it in formal way? According to Evan 

M.Berman 47, statements allow organizations to develop further goals and, of course, 

it makes it clear for the employees. After considering the statement, organization can 

define specific goals and objectives. And this is already a part of strategic plan of 

organization (which is highly important for productivity of organization).  

But from other side, maybe the mission should not be “written on paper”, but 

performed oral through employees and management. Without doubts, particular 

strategic plans should be formally registered. But, on my opinion, mission should stay 

as informal institution - it would be closer to people and create the space for their 

ambitions and perspectives.  

 

3.5  Summary 

Let me try to conclude the main specific attributed of HRM in non-profit 

sector.  

Non-profits should pay specific attention to some organizational policies:  

1. Philosophy statement 

2. Mission statement (formal or informal) 

3. Clear understanding of relationship staff-volunteers-board 

4. Open door policy – welcoming to express the views. It is very important for 

employees to feel respected and appreciated.  

5. Administrator role should be strictly defined.  

6. Crisis response system should be created. As we know, non-profit sector is 

much more sensitive to economical changes, than for-profits.  

                                                 
 47Evan M.Berman, “Productivity in Public and Non Profit Organizations: Strategies and 

Techniques”,M.E.Sharpe, Inc, 2005 
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Important factor in non-profits is some types of conflicts of interest that are 

not as issue for for-profit. 

1. Non-profit position as a second job. Solution could be a strictly written agreement 

and contract. But, it is difficult to have strict agreement with volunteer. Maybe, it is 

better In this case to take the risk of conflict 

2. Second possible conflict is an acceptation of gifts or favors. It could lead to 

misunderstanding in organization.  

 

Smaller, but still important subject is use of non-profit property (Fax 

machines, Photocopy machines, paper etc…). If in for-profit sector employee is able 

to use assets for individual benefit (as an example, my supervisor allowed me to print 

my Bachelor Thesis in the office using the office machinery and paper), in non-profit 

organizations it should be prohibited. The reason is that assets are purchased on finds 

gained from donors according to organizational mission.  

Bulletin Boards – it is some information, which should be kept on displays, 

tables etc… It shows the mission concentration of organization.   
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Conclusion 

 

In the first chapter, the task was to give a definition of non-profit sector. First 

we discussed the history of non-profits. We can conclude that the non-profit area has 

a long, developing history through the time and played significant role in the 

development of modern society. Then we went through basic characteristics of Non-

profit sector in USA and Czech Republic. And the conclusion of the first chapter is 

that non-profit sector is one of the most important players in today society.  

The task of second chapter is to explain the main non-profit attributes in all 

areas of HRM. Step by step we go through discrimination policies, diversity of 

workforce, managing and motivation plans, recruitment, selection and training 

practices etc... The important conclusion of this part is that volunteers should be 

managed the same way as paid staff. We show, that, as well as in for-profits, Job 

Analysis is very important for organizational success (it is one of the proofs of 

necessity of HR department in non-profits). In this chapter we can see the real impact 

of organizational mission on non-profit productivity.  Interesting aspect in this area is 

the debate about pay ranges of executives in non-profits and for-profits. And, of 

course, the main role plays performance management and benefit system. We should 

always remember, that nonprofit workforce include and volunteers, and paid staff. 

That is why we pay particular attention to the differences in approaches. In general, 

we can see that each step of HRM gets more difficult with involving volunteers (that 

is a second proof of necessity of HR department).  

In the end of second chapter we analyzed Nonprofit Surveys reports of the 

years 2009 and 2010. For the year 2009 conclusion was, that there were less hiring , 

then 2008, non-discriminatory and diversity policies are still not the major interest, 

and there we can see the lack of HRM functioning. In year 2010 situation appeared to 

be much better in hiring/termination problem. But still we have diversity challenges 

and still no HRM departments in organizations, which cause much higher costs for 

HRM practices.  

The third chapter is actually a summary of all information before. The task 

was shortly to point the differences between non-profit and for-profit sector. 

Important aspects here are tax-liability question, Human Capital problematic and 

organizational climate role. Significant part of this chapter is profile of volunteer 
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workforce. This information, in addition to information from chapter 2, should create 

a full picture of this type of workforce.   

 

 People are the key to organization performance. In order to accomplish goals, 

organization should create a right system of motivating of employees. Minimum level 

is to create competitive salaries and benefits, environment of opportunities etc… 

Generally said, organization should create a whole network of HR activities in a 

company.  

The same role, or even higher, HRM plays in non-profits. Efficient, friendly 

workplace is highly important and valuable. Individual relationship with employees 

together with high level of confidentiality about rewards and benefits should create a 

one-to-one relationship between supervisor and employee (or volunteer).  

And the last, I believe, organizations today should promote working 

opportunities in non-profits for young people during their education period. European 

countries today are highly interested in R&D programs and developing a knowledge 

society. Practice in non-profits will help young generation to get experience and, 

together with this, to get some moral education.  

 

 

 

 

 

 

 

 

 

    

  

 


