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Recruitment and retention: easy or difficult?

When you compare the ease or difficulty of both
recruitment and retention (Figure 9), although
there is considerable difference among organiza-
tions, both recruitment and retention present some
degree of challenge. However, many more organ-
izations experience difficulty in recruitment than
retention.

Recruitment efforts by employers

65.3% of employers report recruitment activity in
the past 12 months regardless of whether or not
they actually hired any new employees.

Mediums-sized (90%) and large (97.5%) organiza-
tions show the highest levels of recruitment activity
when you look at the average percentages by region,
area of activity and organization size (Figure 10).

Nearly half (47.1%) of the employers that re-
ported recruitment activity also said that it was
either “difficult” or “very difficult” for their organiz-
ation to find qualified people. A look at the average
percentages by region, area of activity and organiza-
tion size reveals above average recruitment chal-
lenges in Western Canada, particularly in Alberta
as well as in the Health/Social Services sector and
in mediums-sized and large organizations, which do
most of the recruiting (Figure 11).

FIGURE 9

Thinking
about the
past 12
months,

to what
extent has
it been easy
or difficult
to recruit
and retain
qualified paid
staff?

Ease/difficulty of recruitment and retention

Very difficult (10.3%)

Difficult (36.8%)

Neither easy nor difficult
(27.0%)

Easy (22.1%)

Very easy (3.8%)
Recruitment

Very difficult (3.5%)

Difficult (11.0%)

either easy nor difficult
(16.7%)

Easy (30.6%)

Very easy (28.9%)

Retention
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29% of organizations reported that they did not
hire new staff in the last 12 months. Among the
921 organizations that did hire, the median num-
ber of hires was 3.0 (includes full- and part-time,
temporary and permanent) It is important to note
that a relatively small number of large organizations
account for most of the hiring. (Figure 12).

About a quarter of organizations (23%) report
difficulty in recruiting professionals (Figure 13).

Reasons for recruitment difficulties

45% of employers or more identify the following
as either “somewhat challenging” or “very challen-

ging”:

Few or no applicants to choose from (70%)
Salary offered is too low (67%)

Applicants lack relevant work experience (57%)
Applicants lack skills required for the job (56%)

Lack of money/funding for recruiting (54%)

Competition from for-profit organizations and
government agencies/departments (45%)

FIGURE 10

Employers reporting recruitment
activity in the past 12 months

By region %'

Atlantic 53.0
Quebec 67.1
Ontario 65.4
Manitoba & Saskatchewan 62.9
Alberta 68.5
British Columbia 67.4
NWT/Nunavut/Yukon? 84.6

By area of activity %

Sports & Recreation 69.2
Health & Social Services 77.0
Development & Housing 76.7
Religion 43.4
Other

By organization size %

Small (1-10 employees) 56.4
Medium (11-99 employees) 90.0
Large (100+ employees) 97.5

1. % of employers reporting recruitment activity in the past 12 months.
2. Due to the small number of respondents, results from this region are
for descriptive purposes only and should not be viewed as statistically
reliable.

FIGURE 11

Employers reporting difficulty
recruiting qualified paid staff

By region %'

Atlantic 35.0
Quebec 45.3
Ontario 38.5
Manitoba & Saskatchewan 52.8
Alberta 66.0
British Columbia 53.3
NWT/Nunavut/Yukon? 77.8

By area of activity %

Sports & Recreation 383
Health & Social Services 54.8
Development & Housing 41.3

Religion
Other

By organization size %

Small (1-10 employees) 42.7
Medium (11-99 employees) 54.1

Large (100+ employees) 60.5

1. % of employers reporting recruitment activity in the past 12 months
who also reported that it was "difficult” or "very difficult” to find
qualified people. N= 847.

2. Due to the small number of respondents, results from this region are
for descriptive purposes only and should not be viewed as statistically
reliable.
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FIGURE 12

Total Total Total Total
. Total permanent temporary full-time part-time
Total new hires hires new hires new hires new hires new hires
by organization Small Mean 2.7 1.1 1.6 1.2 1.6
size Median 2 1 1 1 1
Medium
Median 5 2 2 2 2
Mean 77.7 24.4
Median 26 15 7 10 14
Median 3 1 1 1 1
Note: Small = 1-10 employees, Medium-sized = 11-99 employees, Large = 100+ employees
FIGURE 13 % of organizations
that experienced % of organizations
e difficulty recruiting in that hired in this
Recruiting for Job category this category’ category?
specific job Senior management 7.9 16.1
categories Mid-level managers and supervisors 1.1 18.8
Professionals 22.7 39.1
Paraprofessionals and technical staff 16.7 34.9
Clerical and administrative staff 13.7 38.4
None 18.8 -
1. Responses are from employers reporting recruitment activity in the past 12 months (N=964)
2. Responses are from employers reporting hiring in the past 12 months (N=921)
FIGURE 14 What organizations did when they could not find a % of
qualified applicant organizations’
Response when . — -
unable to Share the job responsibilities among existing employees 32.7
it lified Hire a less qualified applicant 20.6
recru_l qualitie Not hire for the position 19.3
candidates

Engage volunteers to do the work 16.0
Transfer someone internally to the position 12.8
Contracted out the work

Other
Introduced technology to help get the work done

= I
o B o i

Nothing

N=964
1. Multiple responses were accepted so percentages do not add to 100.
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What organizations do when recruitment
efforts do not result in hiring

When not able to recruit qualified candidates,
one-third of employers distribute the responsibil-
ities among a number of existing employees. Figure
14 describes what else employers did when they
weren’t able to find qualified applicants in the last
12 months.

Retention and turnover

In contrast to the 47.1% of employers who found it
difficult to recruit qualified paid staff over the last
12 months, well over half (59.5%) indicate that it
was either “easy” (30.6%) or “very easy” (28.9%) to
retain current employees. Only 14.5% found reten-
tion “difficult” or “very difficult.”

Almost half (49.2%) of all the organizations ex-
perienced one or more voluntary resignations (that
is, employees left by choice) in the last 12 months.
The overall average number of voluntary resigna-
tions among all surveyed organizations in the past
12 months was 2.2. Voluntary resignation is highest
among professionals (36.3%), followed closely by
clerical and administrative staff (32.29%) and other

support staff (30.5%) (Figure 15).

The average turnover rate was 17.1%, however,
turnover rate estimates varied widely by region, area
of activity and organization size (Figure 16).

Making workplaces more attractive

The survey provided a list of actions organizations
might have taken in the past 12 months to make
their workplaces more attractive. To be sure the

order of items on the list did not influence respond-

ents’ choices, the list was in random order in both
interviews and online versions. The highestranking
response (28.8%) was that organizations did not do
anything (Figure 17), followed by “increased salaries
throughout the organization” (16.5%).
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FIGURE 15
Voluntary resignations by job category'

Job category /o>
Mid-level managers & supervisors 20.1
Paraprofessionals & technical staff 28.6
Clerical & administrative staff 32.2
Other support staff 30.5

1. Employees left by choice.

2. % of organizations reporting one or more resignations in the
past 12 months.

FIGURE 16

Estimated employee turnover rate’
By region %
Atlantic 17.8
Quebec 17
Ontario 14.5
Manitoba & Saskatchewan 19.9
Alberta 21.1
British Columbia 16.4
NWT/Nunavut/Yukon? 25.2

By area of activity %
Sports & Recreation 24.9

Health & Social Services 18.9
Religion 1.1
By organization size %
Small (1-10 employees) 18.3
Medium (11-99 employees) 14.1
Large (100+ employees) 1.1

1. To estimate the per organization turnover rate, the number of voluntary
resignations reported by each organization was divided by the total
number of employees (full-time employees plus part-time employees).
This is a conservative estimate of total turnover because the number does
not take into account dismissals (which were not reported). In addition,

it is not possible to be exact about whether the resignations were among
part-time, full-time or both types of employees.

2. Due to the small number of respondents, results from this region are
for descriptive purposes only and should not be viewed as statistically
reliable.
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FIGURE 17

Actions taken to make workplaces
more attractive’

% of
employers
taking this

Actions action?
Did not do anything to make the

. 28.8
workplace more attractive
Increased salaries throughout the 165

organization

Introduced or increased flexibility in

work schedules 11.0

Improved physical environment and/or

working conditions 10.5

Introduced or improved non-wage
benefits (health benefits etc.)

Introduced or increased reqular salary

. 7.1
increments

Introduced or improved training
opportunities for employees

Introduced or improved employee

rewards and recognition 4.7

Modified job descriptions, duties or
responsibilities

Introduced or improved efforts to make

workplace more fun 4.3

Implemented ways to improve

. 4.0
communication
Invested in work tools or technology 3.0
N = 1300

1. This figure includes items listed in the survey that were selected by at
least 2.0% of respondents. Fewer than 2.0% of respondents reported that
their organizations had taken each of the following actions: Changes

in sick leave and vacation; Introduction/encouragement of team/social
environment; Changed hiring processes; Enriched offer(s) to individual
applicant or employee; Introduced or improved career advancement
opportunities; Introduced or improved opportunities for employees to
work from home or off-site; Introduced or improved orientation for new
employees; Introduced or improved efforts to help employees feel they
make a difference in the community or lives of others; Introduced or
improved opportunities for employees to connect with the community.
No organizations reported that they “Introduced strategies to recruit
and retain immigrant and refugee employees.”" 11.3% responded "Don't
Know" and 9.4% responded with "Other".

2. Multiple responses were accepted, so percentages do not add to
100.0%.

Anticipating the future

Although the majority of employers (58.5%) antici-
pate that the number of paid employees in their
organization will stay about the same over the next
two years, over a third (36.6%) believe the number
will increase. Only 2.1% of employers anticipate a
decrease.’

Broken down by organization size (Figure 18), it is
clear that large organizations are most likely to hire
in all job categories.

The need for people and the need
for skills

91.7% of employers indicate that overall, the skills
of their current employees “mostly” (54.4%) or
“fully” (37.3%) meet their organization’s needs.

When asked about the extent to which employ-
ees’ generic skills meet organization needs, employ-
ers gave a high rating for literacy and numeracy, as
well as the ability to work in teams and communica-
tion. However, approximately one in four employers
(24.4%) state that their current employees’ level
of computer skills only “partly” meets the organ-
ization’s needs or “not at all.” Almost one in five
(18.3%) employers indicate that their employees’
time management capabilities only “partly” meet
organizational needs or “not at all.”

Employers identify several areas in which the spe-
cialized skills of their employees mostly or fully meet
their organization’s needs. These areas include:
client service, working with a diverse population,
management of paid staff, working in partnerships
with other organizations, leadership, procurement
and purchasing and management of volunteers.

Employers also identify areas in which employees’
specialized skills meet their needs only “partly” or
“not at all”. These areas are shown in Figure 19.

1 2.9% indicated that they did not know.
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FIGURE 18
% of organizations likely to hire in this
Likelihood of job category in the next two years
hiring in the Job category Overall  Small Medium Large
nex_t two years Senior management 14.5 11.6 19.8 45.5
by job category Mid-level managers and supervisors 20.9 14.4 36.1 67.5
Professionals 35.4 28.3 53.9 71.2

Paraprofessionals and technical staff 29.0 22.7 44.6 66.4

Other support staff

Clerical and administrative staff 36.0 32.6 44.0 59.3
28.3 22.5 441 52.7
1.7 1.9 1.2 0.9

Other

FIGURE 19

Employers identify skills that fall
short of organization needs

Skill area 0’

Legal knowledge 62.5
Marketing 48.8
Campaigning 48.2

Research 44.7

Fundraising/resource development 42.1
Proposal writing 34.3
Strategic planning 32.7

Monitoring and evaluation 30.7

Understanding of technology 28.8
Finance 24.9

Contract management 23.2

HR/personnel management 22.6

Project management 21.3

1. % of employers indicating employee skills meet organization needs
"Partly" or "Not at All".

Important skills in the next couple of years

A third of employers believe that two years from
now the skills their organization needs will either
be “somewhat different” (27.1%) or “substantially
different” (6.2%) from today.

When employers reviewed a wide range of general
skills, there was little consensus about whether their
organization would need these skills over the next
two years. Management skills as well as specialized
skills were the most important.

Over 10% of employers identify skills in the fol-
lowing areas as important for their organizations in
the next two years: communication (22%), comput-
er literacy/IT (17%), fundraising/resource develop-
ment (15%) and marketing (11%).

To what extent do your
employees' skills meet your
organizations needs?
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How employers build the skills of their
employees

Just over three-quarters of organizations (76.3%) pay
for staff development or skills training and a slightly
lower percentage (62.4%) provide paid time off for
development activities (Figure 20). A smaller per-

FIGURE 21

Do organizations have a budget

for staff training & development?’
% of

centage of employers (42.4%) report staff develop- By reglon organizations®

ment through mentoring or job shadowing and

19.6% provide career counselling or self-assessment Quebec 74.2

s
71.6% of employers have a budget for staff train- Manitoba & Saskatchewan 73.8

ing and development (Figure 21). There is a notice-

able difference between the likelihood of a training British Columbia 65.2

and development budget in small, medium-sized NWT/Nunavut/Yukon? 69.2

and large organizations. Fewer organizations in

the Atlantic region have staff training budgets (the By area of activity
same can be said to some extent for organizations in Sports & Recreation 68.1
British Columbia). Employers from the Sports/Re- Health & Social Services 80.3

creation and Religion sectors are less likely to have a Development & Housing 853

budget for staff training and development. Religion 64.9

45.1% of all employers evaluate the impact of

staff training and development programs, though
it is not known exactly what impacts they evaluate By organization size %

(for example, morale, effectiveness of the training, Small (1-10 employees) 65.5

improvement in services) or how they evaluate. Medium (11-99 employees) 88.6

Large (100+ employees) 95.0

1. Employers were not asked how much money was budgeted for staff
training and development.

2. % of organizations with a budget for training and development.

3. Due to the small number of respondents, results from this region are for
descriptive purposes only and should not be viewed as statistically reliable.

FIGURE 20 o % of
Activity organizations’

Staff Paid some or all of the expenses for staff development or skills
develo pme nt training, such as taking a specific course, workshop, or attending

a relevant conference

activities

Provided paid time off for employees to participate in learning
and development activities, such as taking a specific course, 62.4
workshop, or attending a relevant conference

Provided in-house training programs or courses

Provided staff training and development through mentoring, job
shadowing, etc.

Provided career counselling or self-assessment tools to help

employees better understand their skills levels and needs
None of the above 121

1. % of employers reporting this activity in the past 12 months.
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Meeting organizations' objectives

Almost half (47.9%) of employers either “strongly
agree” or “somewhat agree” with the statement “My
organization has difficulty meeting its objectives
because it does not have enough employees” (Figure

22).

| 23

Almost one in five (18.4%) employers indicate
that they either “strongly agree” or “somewhat
agree” with the statement “My organization has dif-
ficulty meeting its objectives because its employees
do not have sufficient skills” (Figure 23).

To what extent do you agree or disagree with the following statements?

My organization has difficulty meeting its
objectives because we do not have enough

employees.

My organization has difficulty meeting its
objectives because our employees do not
have sufficient skills.

FIGURE 22

Meeting organizations' objectives:
Is a lack of employees a barrier?

Strongly agree (19.5%)

Somewhat agree (28.4%)

ither agree nor disagree (14.1%)

Somewhat disagree (18.5%)

Strongly disagree (19.4%)

FIGURE 23
Meeting organizations' objectives:

Is a lack of skills a barrier?

Strongly agree (3.3%)

Somewhat agree (15.1%)

ither agree nor disagree (16.7%)

Somewhat disagree (26.8%)

Strongly disagree (38.1%)




Notes
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Findings from the Survey of Employees

Employee ratings Employee demographics

of overall job sat- More than three-quarters (76.4%) of employees in the voluntary and non-profit
isfaction are very sector are female, 23.6% are male. Employees range in age from 19 to 76, with
positive, but some the mean age being 43.4. Males on average are older than females (46.9 com-
specific aspects of pared to 42.3 years old). Nearly all employees have completed high school and
their jobs are less over 70% of employees have post- secondary education (Figure 24).
satisfying.
FIGURE 24
Employee education levels
% of
employees
Grade school or some high school 1.2
High school 8.5

Some community college or university, did not finish

26.3
Undergraduate degree 31.1
Post-graduate degree (master's or doctorate) 14.1

Technical or trade school or community college diploma

The vast majority of employees are Canadian citizens born in Canada
(88.9%) while 8.6% were born in a country outside of Canada and now hold
Canadian citizenship. Only 1.8% of respondents are landed immigrants/
permanent residents.’

1 New Canadians are underrepresented in the Ipsos online panel.
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FIGURE 25 (REVISED)
Employee group identification’

% of
employees?
Member of a visible minority 5.9
Member of an ethnic minority 2.5
Other 1.6°

1. New Canadians and members of ethnic minorities are underrepresented
in the Ipsos online panel.

2. Percentages do not add to 100.0% as not all categories were mutually
exclusive (e.g., White and ethnic minority).

3. The respondents who identified themselves as "other” included: Asian
(0.19%), Mixed (0.1%), Quebecois (0.1%), Greek (0.1%), Metis (0.5%) and
other (0.7%)

89.0% of employees identify themselves as white/
Caucasian (Figure 25).

About one in eight employees (12.7%) has a
chronic illness, long-term health problem or dis-
ability that limits their ability to work or affects the
kind of work they can do.

Nearly one-third (31.4%) of all employees have
dependent children age 17 or younger and about
6% care for a family member who is elderly and/or
disabled or has a chronic illness.

Routes to current jobs

Before working for their current organization, em-
ployees worked in a wide range of settings including
47.9% who previously worked for private, for profit
companies (Figure 26).

Work experience in their current
organization

41.1% of employees have had more than one paid
position within their current organization.

More than half (53.5%) have been with their
current employer over five years and almost a third
(29.6%) ten or more years (Figure 27).

About a third (37.9%) of employees have been
in their current position for five years or more and
16.7% ten or more years (Figure 28).

% of
employees'

Private, for-profit company 47.9
Non-profit organization 36.4
Government 16.6

Self-employed 12.3
Hospital/nursing home/hospice 10.6
University or college 8.5
Public school board 5.6
Business/professional association 4.9

Not employed 3.9
Other -2

1. Multiple responses were accepted, so percentages do not add up
to 100.0%.
2. Includes: cooperative (1.3%), trade union (.9%) and none (.1%)

% of
employees

6 months or less 9.6
7-12 months 6.1

1-2 years 13.9
3-4 years 16.9
5-9 years 239
10-19 years 21.5
20+ years 8.1

FIGURE 28
Length of time in current position
% of
employees

6 months or less 1.3
7-12 months 9.6
1-2 years 19.9
3-4 years 21.4
5-9 years 21.2
10-19 years 13.2
20+ years 3.5
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FIGURE 29

% of
How employees employees?
learned about From people in the organization

current position’

From friends, family, neighbours or work colleagues 20.9
Notice in newspaper or journal 14.6
Internal posting on current organization's website 13.7
Internet job sites 9.9

1. Fewer than 10% identified the following: did not have to apply for position (5.1%), postings in network or
coalition websites and newsletters (4.2%), professional recruiter (3.4%), employer contacted me (2.3%), dropped off
resume [ approached employer (2.1%), ad in current organization's newsletters (2.1%) and job/career fair (1.3%).

2. Multiple responses were accepted, so percentages do not add up to 100.0%.

How employees learned there was a job

\ FIGURE 30

opening

Word-of-mouth is the most common way that Reasons for accepting current JOb
people learn about employment opportunities in % of
the voluntary and non-profit sector. Over half of all emp?o(\)/e e’

employees heard about their current position this

way (Figure 29).
Adheres to personal beliefs/values 10.6
Why did employees take their current job? Flexibility, better or full time hours
Employees accepted their current job for many Salary 9.9
reasons as listed in Figure 30. Enjoyable work 7.9
Fit with skillset/training 7.2

Availability
Good work location

Good work environment
No reason

el Bl O K
— ENH © ER§

Desire for a challenge

Opportunity for career advancement 3.0

[~
©

Promotion
What were the top three Career change / left previous job

reasons for tak|ng your Ability to make a difference 2.8
current job? Work experience / skill development
Job security 1.8
Benefits 0.6
Other 0.1

1. Multiple responses were accepted so percentages do not add up to
100.0%.
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Employees' current situations

Occupation categories

The largest single job category in the sector is cler-
ical, administrative and support staff followed by
mid-level managers or supervisors (Figure 31).

Part-time and full-time positions

80.8% of employees hold full-time' positions and
19.2% hold part-time positions. Overall, 85.7% of
employees are in permanent? positions and 14.3%
in temporary positions (Figure 32).

Multiple jobs

More than 1 in 5 full-time employees (22.6%)
report that they hold more than one paid job (in-
cluding self-employment). Not surprisingly, among
part-time employees the percentage is considerably
higher: 46.9% of part-time employees hold more
than one job.

Hours worked

On average, full-time employees work 39.7 hours a
week and part-time employees work an average of

15.6 hours a week (Figure 33).

FIGURE 31 % of
Job category employees
Employee job Senior management 12.0
categories Mid-level manager or supervisor 300 20.0
Accredited or certified professional 15.3
Other profession requiring a university degree 218 14.5
Technical staff and paraprofessionals 11.6
Clerical, administrative or support staff 376 25.0
Other 22 1.6
Total 1 500 100
FIGURE 32 Status Permanent? Temporary Total
Full-time versus Full-time! 1063 70.9% 149 9.9% 1212 80.8%
pa rt-time and Part-time 222 14.8% 66 4.4% 288 19.2%
permanent VErsus Total 1285 85.7% 215 14.3% 1500 100%
te m p ora ry 1.The deﬁn?tion of :full—time” |s 'working 30 hours or more per week, either on-site or off-site.
2. The definition of "permanent” is that there is no set end date to the employment.
FIGURE 33
Mean number of
Hours worked by Status hours worked N Minimum Maximum  Median
Full-time 39.7 1204 30 70 40
full-"and part- Part-time 15.6 288 1 29 15

time employees’

1. Employees were asked to report hours worked in their "current position" to which they referred to for their
responses to the survey, not including hours worked at a second job.

1 The definition of “full-time” is working 30 hours or more per week, either on-site or offsite.
2 The definition of “permanent” is that there is no set end date to the employment.
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Compensation and benefits

Figure 34 shows the distribution of full-time em-
ployees across salary ranges.! Across all job categor-
ies, fully 80% of employees reported salaries under

$60,000.

Almost a quarter of all employees (23.2%) do not
receive any employee benefits (Figure 35). Of those
who receive benefits, the three most common are:
drug plan (66.8%), life and/or disability insurance
(63.8%) and dental care (61.4%).

Of the forms of compensation for overtime that
the survey listed, equivalent time off is the most
common form of compensation (Figure 36).

Unions and collective agreements

20.9% of employees are members of a union or cov-
ered by a collective agreement. Compared to other
areas of activity, Health and Social Services has the
highest percentage of unionized employees (26.8%).

Which of the following
categories best describes your
total annual income?

FIGURE 34

Salaries of
full-time
employees

Job category

Senior management

Mid-level manager
or supervisor

Professional with
accreditation from a
professional body

Other professional

university degree

Technical staff and

paraprofessionals

Under

$19,999 $39,999 $59,999 $79,999 $99,999

3.6

occupation requiring 2.1

10.0

Clerical,

administrative and

support staff

N across all categories 63
Overall % 5.3

% of employees

$20,000 $40,000 $60,000 $80,000 $100,000
to to to to or
more N

33.6 37.5 17.0 6.1 2.2 277

46.0 34.4 12.7 3.2 1.6 189

64.8 24.1 1.1 - - 261
500 392 152 64 27 1198
41.7 32.7 12.7 53 2.3 -

1 The distribution of part-time employees by salary range is not presented because variation in the number of hours they reported working

makes the findings difficult to interpret.
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% of
employees
covered

66.8
63.8
61.4
52.2
50.5
4533
39.1

32.6

Benefit
Prescription drug plan

Life and/or disability insurance

Dental care plan
Other medical coverage?
Vision care plan

Pension plan or pension contribution

Family and/or parental leave
Maternity/parental leave top-up

RRSP contribution 29.6
None 23.2
Other -4

1. The questionnaire provided a list of the benefits shown in this figure.

2. Benefit that covers medical expenses not covered by provincial/
territorial health plans.

3. The percentage of employees receiving both pension plan contributions
and RSP contributions may be slightly overstated. 223 employees (14.9%)
reported that they receive both types of benefits. It is possible that some
of these 223 respondents may have blurred the distinction between the
two benefits which created a double counting.

4. Other benefits mentioned include: Employee Assistance Program (.6%),
Tuition/Education fund (.4%), Bonuses/ Cash in lieu (.2%).

% of
employees’

42.0
19.3
15.3
9.6
8.2
7.4
5.7

Type of compensation
Equivalent time off

No financial compensation

| do not work overtime
More than equivalent time off

Pay at premium rate
Pay at reqular rate
Combination of pay and time off

1. Multiple responses were accepted so percentages do not add up to
100.0%.

Flexible work and work-life balance

Employees were asked to agree or disagree with
three negative and five positive randomly presented
statements about their work-life balance (Figure 37).

To what extent do you agree
or disagree about each of
the following statements on
your work-life balance?

FIGURE 37

Work-life balance

% of employees
who agree
"Somewhat" or

Positive statements " "
Strongly

| can work from home when and
if | want to.

57.5

My work day has flexible arrival
and departure times.

| can take my vacations days
pretty much when | want to.

| can interrupt my work day for
personal reasons and then return.

The number of working hours is

manageable.

% of employees

who agree
. "Somewhat" or
Negative statements “Strongly”
My work schedule is subject to
. 47.2
last minute changes.
My job leaves me with little time 46.3

to get other things done.
| often end up working more

hours than planned.
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Opportunities for learning and development

Performance evaluation

Almost two-thirds (65.9%) of employees indicate
having a performance evaluation process with writ-
ten reports and formal discussion with a supervisor.
In small organizations, only slightly more than a
third of employees (36.5%) have formal job evalua-
tions while 57.9% of employees in medium-sized
organizations and 78.2% of employees in large
organizations do.

Participation in professional development

Just over half (50.7%) of employees have access to
in-house training programs or courses (Figure 38)
and almost as many (45.3%) receive paid time off
to pursue learning opportunities. Almost a quarter
of employees (24%) report they had no professional
development opportunities in the past 12 months.

Workshops, seminars and conferences are clearly
the favourite types of professional training (Figure
39). Online training ranks much further down the

list at 19.8%.

The 348 employees who did not participate in
professional or skills training in the past 12 months
did not do so for several reasons. Over a third
(39.2%) indicate that their organization does not
provide any incentives for educational/training
activities while a third (33.3%) state no need for
further training at this time and about a quarter
(24%) feel that it is too expensive. Some employees
also indicate a lack of time (18.1%).

What are the top three
types of professional
training that you prefer?

FIGURE 39

Preferences for types of training

% of
employees’

Workshops, seminars or conferences 73.6

Professional association courses 44.2

University or college courses 38.1

Courses provided by organization 36.6

Informal mentoring or coaching 22.3

Online training 19.8

Formal mentoring or coaching 14.6
Job shadowing 1.0
Internships 8.9

1. Multiple responses were accepted so percentages do not add up to
100.00%.

FIGURE 38

Professional
development
opportunities

None

Type of professional development opportunity provided in % of
the past 12 months

employees’

Paid time off for learning opportunities or skills training
Payment of some/all fees for tuition & career development 32.7

In-house training program or course 50.7

In-house career counselling or self-assessment tools

12.1

In-house mentoring or job shadowing
Unpaid time off for self-study 0.3

24.0

1. Multiple responses were accepted so percentages do not add up to 100.0%.
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Satisfaction at work

Employees’ ratings of job satisfaction are very posi-
tive as shown in Figure 40.

FIGURE 40

Satisfaction with current job

% of
employees

Very satisfied 45.1
Somewhat satisfied 43.2
Neither satisfied nor dissatisfied 5.1
Somewhat dissatisfied 4.8

Not at all satisfied 1.7

Employees identify some areas of dissatisfaction
- specifically around compensation (for overtime,
retirement savings options, pay and benefits) as
well as opportunities for advancement and career
development and training (Figure 41).

Satisfaction ratings were significantly higher
among employees of large organizations in two
areas: benefits plan and retirement savings options.
Conversely, ratings were somewhat higher among
employees of small organizations in recognition for
work and influence on decision making.’

Figure 42 provides a detailed percentage break-
down of satisfaction ratings for each job aspect.
Ratings of 4 or 5 (“somewhat” or “very satisfied”)
appear on the left. Ratings of 3 (“neither satisfied
nor dissatisfied”) are in the middle and “dissatis-
fied” ratings of 1 or 2 (“somewhat” or “very dissatis-
fied”) are on the right.

Employees' commitment and loyalty

95.7% of employees feel either “somewhat” (30.8%)
or “very committed” (64.9%) to their organization.
Similarly, when asked about the value they place on
working for a cause, employees report a high degree

of attachment to their cause which also translates to
organizational commitment, as shown in Figure 43.

There is a very strong connection between em-
ployees’ organizational loyalty and their personal
commitment to the cause. 92.7% of those employ-
ees who agree “somewhat” or “strongly” with the
statement “I am loyal to this organization” also
agree “somewhat” or “strongly” with the statement
“I am strongly committed to the cause(s) my current
organization supports”.

FIGURE 41

Satisfaction ratings

Job aspect rI;/’Ic?r?S‘
Pay 3.5
Retirement savings options 33
Benefits plan 3.6
Job security 3.9
Employment status 4.4
Recognition for work 3.9
Evaluation and feedback 3.7
Amount of influence on decisions 3.8
Amount of responsibility 4.2
Relationship with manager 4.2
Relationship with co-workers 4.4
Non-discriminatory workplace 4.4
Workplace safety 4.2
Working conditions 4.1
Opportunity for career advancement 3.3

Opportunity for training & development

1. Mean rating on a five-point scale from Very Dissatisfied (1) to Very
Satisfied (5).

1 Mean satisfaction ratings among employees in large, medium-sized and small organizations, respectively, were: 3.8, 3.3 and 3.1 for benefits
and 3.7, 2.9 and 2.7 for retirement savings options. In the areas of recognition for work, means were 3.8, 3.9 and 4.1 for large, medium-
sized and small organizations, respectively; and for influence on decision making the means were 3.7, 3.9 and 4.1.
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FIGURE 42

Employee statisfaction with aspects of job

307 279

Pay . 14.0 24.4

Retirement savings . 24.6 26.9

Benefits . 21.0 21.6

Job security 70.1 16.9 13.0

7 6o
Recognition for work | | | 71.5 | 12.7 15.8
Evaluation and feedback | | 61 5 ‘21 4 17.1
Influence on decisions | | | 68.4 ‘ 16.3 5.3

102 80
|

Relationship with managers and supervisors 81.5 9.0 9.5
|

Relationship with co-workers 87.8 7.8 4.4
\ \ \ \

Non-discriminatory work environment 84.7 9.1 6.2

|
Workplace safety 81.6 13.1 53
|

96/ 90
|

Career advancement . 32.9 24.2

|
22.5 17.1
|
0% 20% 40% 60% 80% 100%
Pl Satisfied Neutral Dissatisfied

FIGURE 43
% of employees

Statements about commitment who agree’

Commitment
to work and
the cause

| am strongly committed to the cause(s) my current

organization support(s).

| could work for any organization as long as it supports a

. . 70.2
cause | believe in.

| am strongly committed to working for an organization in

the voluntary and non-profit sector.

| continue to work at this organization because | do not

have any better alternatives. 259

1. % of employees who agree "somewhat" or "strongly".
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Skills

The survey asked employees to indicate whether,
overall, they believe their skills meet their organiza-
tion’s needs. Then it asked employees about par-
ticular skills in areas that are generally required of
all employees: literacy, numeracy, computer, team-
work and collaboration, communication and time
management. The final set of questions about skills
focused on the requirements for employees’ current
jobs. Employees identified from a list the specific
skills they actually use in their job and then, for the
skills they selected, they indicated how fully they
believe their skills meet their job requirements.

The vast majority of employees (96.2%) indicate
they believe that, overall, their skills meet their or-
ganization’s needs either “fully” (57.8%) or “mostly”
(38.5%). No significant relationships emerged
between employees’ overall skills ratings and or-
ganization size or region. It is interesting to note,
however, that clerical/administrative support staff
tend to rate their skills somewhat lower than other
employees.

Employees believe their generic skills meet their
job requirement with very high ratings in all but
computer skills and numeracy (Figure 44).

Figure 45 summarizes the specific skills that em-
ployees identify as a requirement for their current
job and Figure 46 shows employees’ assessments
of how fully these specific skills meet their job
requirements.’ Generally, skills that are required
more often are rated more favourably. Skills gaps
are indicated where skills often used are rated less
favourably. For example, Figure 45 shows that 44%
of employees use strategic planning skills and Figure
46 shows that nearly 1 in 5 of these employees be-
lieve their current skills meet their job requirements
“only partly” or “not at all”. By contrast, more than
7 in 10 employees use client service skills and only
3.7% of them believe their skills meet their job
requirements “only partly” or “not at all”.

Building skills for the future

When employees think about the position they
would like to have in the next one to three years,
in what areas will they need training? Six skill areas
top employees’ lists (Figure 47). No significant pat-
terns were evident when broken down either by job
category or, more broadly, by organization size or
region.

To what extent do your
skills meet the requirements
of your current job?

FIGURE 44

Generic skills required for current
job

% of
employees’

Communication 96.7
Ability to work in teams and 93.0
collaborate
Literacy for daily activities 92.2
Computer skills, including

.. . 80.0
proficiency with computer programs
Numeracy for daily activities 75.8

1. % of employees who believe their skills "Fully” or "Mostly" meet their
job requirements.

1 Ratings of how well each skill meets job requirements were obtained only from employees who said they used that skill.
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FIGURE 45

Specific skills required for current
job
% of
employees

71.3
57.8
57.5
55.8
44.1
43.3
37.5
34.0
32.8
31.4
30.8
28.3
27.3
23.6
23.1
22.0
19.9
13.0
Language skills' 8.2

Client services

Leadership

Monitoring & evaluation

Working with other organizations

Strategic planning
Project management

Research
HR & personnel management
Finance

Management of volunteers
Management of paid staff
Proposal writing
Procurement & purchasing
Fundraising or resource development
Legal knowledge

Marketing

Managing contracts with suppliers
Campaigning

None of the above 4.8

1. Other than English or French.

FIGURE 46

Employees identify skills that fall
short of job requirements

% of
employees’

Client services

Leadership
Monitoring &t evaluation

s C B
o BN

1.9
19.0
10.8
16.6
14.7
16.4
15.8
10.4
18.4
15.9
24.5
26.5
22.0
14.4
29.5
19.9

Working with other organizations
Strategic planning

Project management

Research

HR & personnel management
Finance

Management of volunteers

Management of paid staff

Proposal writing

Procurement & purchasing
Fundraising or resource development
Legal knowledge

Marketing

Managing contracts with suppliers
Campaigning

Language skills’

1. % of employees who said they require each skill that believe their skills
meets their job requirements only "Partly” or "Not at All".

FIGURE 47

Skills needed for future position
Skill’

% of employees?

Computer/internet/IT 25.4

Accounting

12.4

Finance 11.8

Communications & public relations

HR & personnel management 1

Leadership

11.6

1.4
8.7

1. Employees identified the top three types of skills they would need a lot more training in.
2. % of employees who believe this skill will be required in the position they hope to hold one to three years from now.
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Looking to the future

Three-quarters of employees say they are not cur-
rently looking for a new job. Of the 24.3% (364
employees) who are looking, 4.2% will limit their
search to within their own organization while the
remainder will look within and without (Figure 48).

Likelihood of resigning in next 12 months

All employees were asked how likely they are to
resign in the next 12 months. A quarter of them
(24.6%) indicate some likelihood of resigning
(Figure 49).

The correspondence between the intention to re-
sign and taking action by looking for work is strong
but not perfect. Over a third (34.3%) of those

employees who are “definitely” or “very”

likely to resign are, in fact, not looking for a new
job and almost one in ten employees (9.3%) who
indicate they are “very unlikely” to resign or “defin-
itely will not” are looking for work elsewhere.

Which of the following
statements best describes
your current job search
situation?

FIGURE 48 % of
employees’
Job search : :
. . | am not currently looking for a new job
situation
| am looking for a new job within my current organization 4.2
| am looking for a new job either in my current organization
or in a different organization
| am looking for a new job in a different organization 11.8
1. Multiple responses were accepted so percentages do not add up to 100.0%.
FIGURE 49
Number of % of
Likelihood of employees employees
resigning in the Definitely will 68 4.6
next 12 months Very likely 102 6.8
Somewhat likely 197 13.2
Somewhat unlikely 231 15.4
Very unlikely 412 27.5
Definitely will not 440 29.4
Does not apply’ 49 3.3%
1. Current job ends within 12 months.
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Employees' top reasons for looking

elsewhere

Salary dissatisfaction is the most frequently cited

reason for looking for a new job (Figure 50) al- What are the top three main
though it is clear there are at least several other key reasons why you are looking
factors.

for a new job?

FIGURE 50
% of
Reasons for employees'’
. Reasons
looking for a T
. Dissatisfaction with salary 40.9
new job
Keeping all my options open 33.5
Lack of promotion opportunities 26.0
Current position not challenging 21.6
Not feeling valued 19.5
Limited opportunities for career or skill development 18.2
Lack of job security at my current organization 13.9
Dissatisfaction with current employment status 12.5
Interested in pursuing opportunities outside of the sector
Workload too heavy 12.3
Poor relationship with manager 1.7
Dissatisfaction with work schedule 10.2
Dissatisfaction with benefits 9.6
Dissatisfaction with physical working conditions 6.8
Poor relationships with co-workers 4.5
1. Multiple responses were accepted so percentages do not total 100.0%.
Next steps

The success of the Survey of Employers and the
The survey findings contained in this report will Survey of Employees and the richness of the

provide the foundation for developing strategic rec- data are due fo the many peaple who took the
] ) time to respond to yet another survey.
ommendations. Input from sector stakeholders will

strengthen the recommendations and the labour We heartily thank you for your participation.
force strategy for the voluntary and non-profit sec-
tor. The third and final report from the HR Coun-

cil’s Labour Force Study, featuring these recommen- g COUI‘&
(@)

dations, will be released in March 2009. untar O(;Itlkiepr Ofit Sector
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