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Executive Summary

Generation Y is challenging the traditional human resource concept that employees will remain
with an organization if givea competitive salaryNonprofit organizations, which traditionally
havebeen unable to financially compete wilte private and government sectors, are now
competitive in the ability to implement personnel practices that appeal to Gener&tion Y
preferences. This study examines the extent to which nonprofits are cunsengypractices that
appeal to Generation Y employees. Results from a survey with member agencies of the United
Way of Central Carolinas fourtiatclose to or more than half of the respondenésticed the
following Generation Y preferensepersonal reognition for success, opportunities to work in
collaboration, and autonomy of the structure of assignments. Four additional pref@érences
development opportunities, mentoring relationships, frequent goergon feedback from
supervisors, and flexible wodchedules and work locatidrnwerepracticedfrequenly by less

than half of theespondents



INTRODUCT ION AND PURPOSE OF STUDY

Generation Y is challenging a traditional theory on how to retain employees. With
Matures (born before 1946) and Baby Boonfbsn from 1946 through 1964managers could
assume workers would remain loyal, letegm employees if giveacompetitive salanand
offeredtraditional retirement packagddnder this relationship, the nonprofit sector was at a
disadvantage to privatend governmental organizations, which traditionally have more money to
pay workers. Howevenrganizationsre seeing a shift ithhe employment incentivegreferred by
Generation Y. Fothese workers born between 1978 and 2@@ffe money does not equal
enduring loyalty to an employérWhile salary is still an important factor in employment
decisionsa number of other working conditions are equally importdianagers who want to
keep their youngest employees need to rethink how work practices arersttdotappeal to the
interests of Generation Y employees.

This challenge to traditional retention strategies brings good news to the nonprofit sector.
Although studies show that Generation Y changes jobs with greater regularity than any previous
generati;’one expert observes, Airetaining young wor ke
empl oyers just get on b o a Nahprofits, which tygicelly haveat t i t ude
flexibility in managementliscretion can implemenpersonnepracticeghat appeal to Generation
Yb6s pr ef er e nasprivatejand gdverrangntaboeganizatghinlike the past,
nonprofits can now bmorecompetitive with the other sectors.

The purpose of this study is to learn the extent to which nonprofits mestty using
practices that appeal to Generation Y employ8pscifically, this studwpsksthe research
guestion A Warsohnnel management ptiges are nonprofits usirthatalign with generally
recognized theorieanGe ner at i on YO s TMisinfermgtion eain befp @aanpradits ? 0
managers craft Generationfiendly retention strategieManagers can decide whether they
should take advantage of practices already in place or whether they should consider restructuring
their practices to appeal neostrongly to this generation.

To answethe researchuestionthe studywas conducted in thresteps First, a literature
review was performed to ascertain generally recc
preferences. Second, an online survey egaslucted to determirsaff management practices
currentlyemployedby nonprofits. Finally, the results from the first tat@pswere compared to
gauge whetheturrentpractices are aligned with work preferences.

GENERATION Y WORK PREFERNCES

A first stepin this studywas tolearn about Generation Y, whichirrently comprises 15
percent of the workforc&This percentage is projected to reach 26 percent, or 40 million, by
2011° Mostmembersf this generatiof i Ge n néwerkised i world ithout computers,
cell phones, or the Interhéuring their childhood and teenage years, they witnessed both the
horrors of terrorism, through the Oklahoma City bombing, shootings at Columbine High School,
and the attacks on September 11, 2001, as w#ikdseroic acts of firefighters, policememd
other public servants throughout these evebgn Yers have had more interaction with different
ethnicities and cultws than their parents and grandparantsd r ecogni ze t he econon
connectedand open for® business 24/ 7.0

A literature review was conducted to identifgw these common experiences and
cultural trenddyaves haped Gener ation Y&6s expectations for \
from employersConsistent theories emerged of wpreferencesénl d by todayds young
Seven of the most frequently mentioned work preferences and the values influencing them are
identifiedbelowfor the purposes of this study

1. Personal recognition for successes
Generation Y was raised Iparents who believed in the importance of building-self
esteem and focused on providing positive feedback to their child®such, this generation




enters the workforce confident in their abilities aesjponds positively to personal recognition as
a reavard for accomplishments.&éMnager s ar e encouraged to figive pr
[ and] s®incerely. o
2. Development opportunities that contribute to career plans

Gen Yers grew up with little unstructured free time and frequently attended enrichmen
activities like soccer camp, karatssesand ballet lessorisTaughtto continuously improve
themselvestheyapplythis outlook to thavorkplace.They expect development opportunities to
be available to help therao that they cagrow and furthertteir career plang.he literature
instructsmanagersofi| e ar n entpldyees ywanuirr their future [anoffer to contribute in
some way by teaching them somethimgntroducing them to someog€.
3. Mentoring rel@ionships

Parentf this generabn interceded frequently on theirh i | dehalfnchafienging
poor grades, negotiating wiportscoaches, and visiting college campuses with their teenHgers.
Used to parental figures to help them along the, i&gn Yers see&xperiencednhdividualsat
work who can serve agnlides, leades, and role modsl*?
4. Frequentaind inperson feedback from supervisors

Gen Yers are used to instantanefaesiback such as frongrowing up withvideo games
that reporscores as soon as a game is compfétedrthermore, they are accustomed to
immediate feedback in fade-face encountersvith parentgegularlygiving pointers after a
basketball game allege counselors providing advice for hawimprove their resume&inlike
previous generations who waitéo receive feedback at annual performance reviews, this
generation expects the same immediate feedibanksupervisorshatthey receivedn
childhood.
5. Opportunities to work in collaboration with one another

Unlike Generatin X (born between 1965 dri977% who learned independenas being
Al at chkey khoohealobevhenhtheir parentsavere at work, Generation Y grew up
with constant access to communication. Surrounded by cell phones, instant messabamail,
Generation Y learned foe dependent on family and friends whmaking decisions.
Furthermore, this cohort spent a lot of its childhood organized into teams, with adults
emphasizing the value of leaving no one in the group betiiitlese values carry over into work
preferences, wht Gen Yers wanting to accomplish work assignments in collaboration with other
employees.
6. Autonomy over the structure of assignments

As Kehrli and Sopp report iMlanaging GenerationY A Gener ati on Yers ofte
the workplace with higher educationcawork experience from volunteer opportunities or
internships, so they ndavbbdtesviiawtthiee ms@lanész ati on.
experiences, Gen Yers want autonomy over their assignments and do not have tolerance for the
concept of paying dudsefore moving ahead in an organization. They prefer to have
independenct work in their own wagat their own pace

7. Flexible work schedule anglork location
GererationY 6s pr ef er ence f orandwork loeatiomstérs fFomwor Kk s c hec
two influences. First, they were rdfesed by parer

b a | a avoiding the sacrifice of familife for work-life that Generation X experienced in

childhood.Second, this generation hasown from a young aghowto leverage technologypr

personal benefiiThistechs a v vy g e n e r affreedamto do theirjobs frént anyepta
at any time '8

METHODOLOGY

The second step in the study was to learn wisatagemerpractices areurrentlybeing
used by noprofits. A 12-question survey was creatraskquestions about practicesflective
of Generation Y work preferencas related toewards, training and development, evaluation,
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and work structuréAppendix A) To ensure consistency across responses, respondents answered
guestions abodbrmal organizational practices expected of supervisors, omittiogmal
actions completed with individual discretiddy limiting questions to formal practicedirectors
provided input into office policies and standardisniting a need for them to speculate about
unknown supervisesupervisee interactions.

The survey was sent electronically to nonprofit directors at the member agencies of the
United Way of Central Carolisdn=97). Restrictingthe sample frame to one geographical region
helped to control for external conditions that affect nonprofits in different regions of the state and
country.The study is not a representative samplallaionprofits, but a convenience sdmpf
communitybased nonprofitsvhich limits the generalizabilitgf survey resultsFindings are not
meant to measure overall nonprofit personnel practices, but they can determine whether a sample
of nonprofits are using practices that appeal to Ganar&temployeesBy surveying the
member agencies of the United Way of Central Cargliaager nonprofitswhich might have
more time and staff resources to devglepsonnel practiceare excluded from the research.

The online survey was completed B¢ agencydirectors, providing a 35 percent
response rate. The staff sizere$ponding nonprofiteanged from zero to 69 fullme employees
and zero to 55 patime employees, with a median of 7 ftilhe and 5 partime staff members
(Appendix B, Table 1)Responding organizatiotad on average lgercent of their employees
from Generation Y, although this percent ranged from zero to 97 percent (Appendix B, Table 2).
Due to the lack of available demoghépinformation about these agencies, the-response bias
cannot beexamined. However, participanespresented range of both staff size and employees
from different age groups, so the representation of nonprofits of different sizes and erageyee
makeupin the sample is broad

To identify the extent to which the respondents are usingYGeendly practices, a
weighted index score was created. Points were assigned based on the frequency of practices
identified in the literature as preferredby@nat i on Y, with Avery frequen
points and Afr equentThe higheatintlek sc@esposailsleswiagy38 pohts.1 poi nt
While descriptive statisticarethe primary method for evaluating the survey results, a regression
analysis was conducted, with the index score as the independent variable, to help predict the
relationship between thretention ofGeneration Y employees and use of Generatidriendly
practices.

RESEARCH FINDINGS

The prevalence of practices aligned with Generation Y interests varies for each of the
seven work preferences identified in the literature revitn@ferences practicdbquentlyby
close to or more than half of the respondents were personal recofmrittancessppportunities
to work in collaboration with one anoth@nd autonomy of thersicture of assignment$he
remaining four preferencésdevelopment opportunities, mentoring relationshigsjuent and
in-person feedback from supervisoasd fleible work schedules and work locat@®nvere
practicedrequentin less tharhalf of the nonprofitsWhen asked ifetention of younger
employees (undexge30) has been specifically identified as a human resource challenge, over 30
percent of the directoresponded this was a challenge for their nonprofit, and 15 percent
indicated they do not know if retaining Generation Y employees is a problem.

The frequency of personnel practiégehighlighted in the chart below. Appendix B
provides furthernformation about survey results; the corresponding figure or table is indicated.



Table B

Survey question numbers are found in Appendix A
Tables and figures are found in Appendix B

Work Preference

PersonnelPractice

Frequency of Practice

Personatecognition for
successes

Verbal commendation from a supervist
(Question 1(Table 3)

97%practice often/very often

Public recognition for individual
performanc€Q1)Table 3)

58% practice often/very often

Opportunities to work in
collaboration with one
another

Employees permitted to work in groups
(Q7)Table 4)

45%practice often/very oftemo
nonprofits indicated that group
work is never used.

Autonomy over the
structure of assignments

Employees have autonomy over the
structureof their assignment&)7)
(Table 5)

73%practice often/very often

Employees have autonomy over the
goalsof their assignment®7)(Table 5)

53%practice often/very often

Development
opportunities

Supervisors meet with employees to
discuss career godal®5)Table6 and §

69% meet with employee®f
those that use practice, 54% mee
annually.

Employees determine training needs

(Q2)Table §

76% use employee input to
determine training needs

Formal trainings offered for future
professional opportunitig€)4)(Figure
2)

Trainings oriented toward future
professional opportunities were
practiced with 50% (teamwork)
and 38% (leadership developmern
frequency. Skillsrelated trainings
were practiced with 84%
(orientation) and 56% (computer)
frequency.

Mentoring relationships

Offer formal mentoring prograrf1)
(Table 10

21% offer a formal mentoring
program. Of this, only 20% offer
this service to all staff

Frequent and iperson
feedback from

Formal employee evaluatio®1)
(Table 1)

86% practice often/vergften

supervisors

In-person feedbacto employees
regarding performances during work
assignmentéQ6)(Figure 3)

12% provide on a daily basis, 32¢
provide a few times per week

Written or electronic feedbachk
employees regarding performances
during work assignmen{§6)(Figure3)

3% provide more than once per
day

Flexible work schedule
and work location

Flexible work schedule@1)Table 13

61% practice often/very often,
47% only offer practice to selecte
staff

Telecommuting (employees work from
location other than the officg&)1)

(Table 12

15% practice often, 88% only offeg
practice to selected staff

Based on the professional literature that states certain work practices are more likely to

appeal to Generation Y work preferences, the survey findings intlhedteonprofits may benefit
by increasing development opportunities, mentoring relationshepdhlie schedules, and

frequency of feedback during work assignmentanimentoring practices are likely to exist in a
more informal structure, so the 21 percent rate is predicted to be higher in reality than expressed

in the findings of the studyl.he awilability of flexible schedules artélecommutingill depend

on the nature of job requirements and needs of the organization. Despite these qualifications, job
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flexibility is often sought by Generation Y employees and can be a valstediegy to retain
employees

Applying the index to measure the frequency of GeneratimeYidly practices,
respondents have an average score of 13 points, ranging from 3 to 23ge@mppendix C)
Interestingly, when a regression analysis was conduttedndex scre was not significantly
related to the percent of employees uratg30 or to whether retention of Generation Y
employees was identified as a problem by the organization. This lack of significance suggests that
nonprofits with a larger percent of Generation Y employees are not better or worse at aligning
personnel practices imeet their preferences. Further research is needed to determine whether the
personnel practices are effective in retaining Generation Y employees, as suggested in the
professional literature.

The only significant regression results were with the nurabparttime employees
(p=.003),asthe index scorgvas foundo be inversely related to tmeimber of partime
employeesHowever, the adjusted R square was (0w .222), signifying that this regression
explains only 22 percent of tharianceof index scores. A hypothesis for this inverse relationship
is that nonprofits thately more on partime employees might not focus on developing
managemenpractices becaudbey do noneedto keep employees on staff for as long a period
of time.

CONCLUSION

This paper began with the assertion that, gi
incentives other than salary, nonprofits t@rmore competitive with private and government
organizations in their ability to implement management practices that apggahéoation Y
employees. Survey results show about half ofithrgprofitsfrequentlyimplementthe practices
that result igroup work,employeeautonomy over the structure of assignments, and personal
recognitiono f t h e esnpclcoeyseseedss. I n thinking about their
informal retention strategies, managers in nonprofits that use these practices should recognize
thes e p r ampartancesfa Generation Y employees. By highlighting the availabilisuch
practiceso current employees, expanding the practices to a larger percent of their $tatheor
tailoring themto fit the needs oGeneration Y employees, managers can take full advantage of
practices alreadgeing implementedh their nonprofit orgaization. The survey findings also
showthat nonprofithave room to increaghe availability of development opportunities,
mentoring relationships, flexible schedules, and frequency of feedback during work assignments.

Two findings from the survey sugdesneed for greater awareness of the different work
preferences of Generation Y as compared to previous generatiban.asked ifetentionof
younger employedsas been specifically identified as a human resource challenge, over 30
percent of the direots responded this waschallenge for their nonprofiHowever, regression
analysis from the index score indicates that these nonprofits, which have identified retention of
Generation Y employees as a problem, are no more likely to us¥ @Giemdly prectices than
nonprofits who have not identified the retention of Generation Y employees to be a problem. A
potential explanation of this finding is nonprofit managers are not aware of the need to tailor
management practices to retain their Generation Y @epk.

Nonprofit managershouldthink systematically about how traditional human resource
strategies, such as rewards, training and developmentadeal, and work structures, are used as
retention tools to keep their youngest employaétough enployees leave their jobs for many
reasons, nonprofit managers who examine their practices in light of what Generation Y
employees valuean create stronger personnel policies for their nonprofit. As with any human
resource management tool, managersalsibneed to tailor theetools to the needs of their
nonprofitandmonitor their continued effectiveness.



Appendix A
Survey of Nonprofit Human Resource Practices

Thank you for participating in this survey! You will be askgdestions about your nonprofit's human
resource practices, as related to training and development, evaluation, work structure, and rewards.

The survey ha&2 questionsand should take no longer tha@ minutesto complete.

. You will not be able to save the survey once you begin working on it, so please plan to complete
the entire survey in one sitting.
. If you need to go back and change one of your answers, please use the "<<" button at the bottom

of the green and NOT your browser's back button. The survey software cannot process the browser's back
button, and it may crash the program.

To maintainconfidentiality survey results will be presented in an aggregate manner. | will not include any
informationthat will make it possible to identify any individual nonprofit organizattdowever, your
answers are extremely important in helping me to complete my graduate thesis!!

Please contact me lmthem@unc.edar 202.486.935 if you have questions about this survey.
1. For each of the following practices:

If used, how many stai
Please estimate how often you members participate ir
nonprofit uses this practice. or are affected by this
practice?

(Optional)Comments
regarding your nonprofit
use of this practice.

Very  Selected Majority of

often  staff staff a—

Never Rarely SometimesOften

Flexible work schedu s s ' s s s s e |
for employees

Telecommuting

(employeesvork from s s ' s s s s e |
a location other than

the office)

Formal mentoring s coor oo C f’" - |
program

Formal evaluation of e e s s s 'S I e |
employees

Public recognition for

individual

performance (ex. ' ' 'S s s IS I - |
recognition at staff

meeting or in

newsletter)

Verbal commendatiol

from supervisor (ex. = ol & oo I I - |
informal praise for

completed work)
Written/emailed
commendations from
supervisor (ex. O S G i . i |
emailed praiséor

completed work)

Individual bonuses ¢~ (" ‘ol ol o . - |

Team bonuses G G g ol & I I - |


mailto:kshem@unc.edu

2. Which of the following practices does your nonprofit asea reqular basi® determindts employee
training needs? (select all that apply)

I -
Training needs assessment

Employee recommendations
Supervisor recommendations
Board recommendations
Client recommendations

Mandates from funders

Other, please specifl,

3. Arefunds available for employees to attend external training (ex. attend classes, seminars, conferences)?

[ R R R N

C Yes
C No
C N/A

4. Does your nonprofit offer the following typesfofmaltraining? (select all that apply)

3 New employee orientation

2 Computer traning (i.e. training in specific programs, databases, etc.)
2 Remedial skills (i.e. improve typing skills)

- Human resource issues (i.e. diversity/EEO, sexual harassment)

2 Conflict resolution

= Teamwork

2 Leadership

-

Other, please specifl,

5. As officepolicy, do supervisors meet with employees to discuss their personal career goals?
C Yes

C No

C Don't know

5b. How often do supervisofgrmally meet with employees regarding their personal career goals?

Quarterly Semiannually Annually Other

1"' 1"' 1"' C



6. Please estimate how often supervisors provide the following type®ohal feedback to employees
regarding their performances during a work assignments.

Less than At least onceA few times A few times More than
once per N/A
per month per month perweek once per day

month
Written/electroni . . . . . .

. 8 . . 8 8
feedback
In-person I - o - - -
feedback ' '

Never Rarely SometimeOften very Don't

7. often know
How often do employees work in grou| i . O . o
How often do employees have autono - I - - o -

over thestructure of their assignments’

How often do employees have autono - - r - - -
over thegoalsof their assignments?

How often do supervisors communicat
with employees throughout work 1’_’ O i i’_’ 1'_' .
assignments?

8. What factors are considered when deciding employee base pay adjustments? (check all that apply)

Job progression (i.e. employee has more responsibility in current position)
Incentives (i.e. to reward employee who achieved specific goal)

Merit (i.e. employee achieved significant individual results)

Salary cosbf-living adjustment

Salary markeadjustment (i.e. in response to external compensation study)

BN N R I

Additional comments regarding base pay adjustm

9. Has retention of younger employees (under@@n specifically identified as a human resource
challenge for your nonprofit?
Yes No Don't know

[ [ [

10. Please list any of your nonprofit's human resources practices that are aimed specifically at keeping
younger employees (under 30).

£
| i




11. Please complete the following information about your organiz&iesponses will remain anonymous
and be reported only #te aggregate level.

Number of fulltime staff positions
Number of partime staff positions
Title of individual completig surve'

12. What percentages of your employees are in the following age groups? (please estimate)
Under 30

3039 |
4049 |
so59 |
overé0 |

Thank you for completing my survey! My paper will examitanprofit staff retention practices and

whet her these practices are aligned with generally re
preferences. If you are interested in receiving a copy of my final paper, please submit an email address

(available in March 2008).

Email addres



Appendix B
Survey ResultsOrganized by Generation Y Work Preferences

DEMOGRAPHICS

Table 1: Number of Staff Members Table 2: Percent of Staff Members within Age Ranges
# of full-time  # of parttime Under30 3039 4049 5059 Over 60
positions positions Average|  14% 13% | 12% | 10% 9%
Mean 12.6 10.6 Median 17% 25% 23% 20% 10%
Median 7 5 Min 0% 1% 1% 0% 1%
Min 0 0 Max 97% 80% 97% 50% 55%
Max 69 55

PERSONAL RECOGNITION FOR SUCCESS
Table 3: Monetary and NonMonetary Rewards
Frequency of Use

Prevalence Among Staff

Never Rarely Sometimes Often often staff of staff staff

Public recognition| 0% 12% 29% 29% | 29% 6% 15% 79%

Verbal commendatio] 0% 0% 3% 41% 56% 3% 12% 85%

Written commendationy{ 6% 15% 33% 30% 15% 19% 16% 65%

Individual bonused 47% | 18% 15% 6% 15% 20% 4% 76%

I
Very | Selected  Majority All

Team bonusey 88% 3% 6% 3% 0% 21% 0% 79%

Figure 1: Factors Determining
Employee Base Pay Adjustments

80%
70%
60%
50%
40%
30%
20%
10%

0% - -

5 ¢ . L & g8

2 E = 228 =3

S D ) o.=23 S S

S c o~ T 23

o - © ©

OPPORTUNITIES TO WORK IN COLLABORATION

Table 4: Frequency of Group Work

Very
Never Rarely Sometimes Often often
| 0% | 9w [ 45% | 24% | 21% |
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AUTONOMY OVER THE STRUCTURE OF ASSIGNMENTS

Table 5

Frequencyof autonomy
over structure ofissignmentg

Frequency of autonom
over goals ohissignments

Never Rarely Sometimes Often Very often
0% 6% 21% 41% 32%
0% 12% 35% 35% 18%

DEVELOPMENT OPPORTUNITIES

Table 6: Supervisors Meet with Employees to Discuss Care@oals?

Yes 69%
No 23%
D o hkdow 9%

Table 7:
Frequency of Meetings
Regarding Career Goals

Quarterly 13%
Semiannually 13%
Annually 54%
Other 21%

Table 8:

Figure 2: Formal Trainings

90%

80%

70%

60%

50%

40%

30%

20%

10%

0% o S 5 e 0 c X~ o —
;%% F?i-g %2 7 55 ¢ @ =
DsE £ EX B2 €3 g o O
<Eg gE g 8§ § g
o5 © o T R = et

How Determine Training Needs

Training needs assessment 29%
Employeerecommendations 76%
Supervisor recommendations 76%
Board recommendations 24%
Client recommendations 12%
Mandates from funders 38%
Other, please specify 21%
Table 9:
Funds for External Training?

Yes 97%

No 3%
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MENTORING RELATIONSHIPS

Table 10: Formal Mentoring Program

Frequency of Use Prevalence Among Staff
Selected Majority of
Never Rarely Sometimes Often Very often staff staff All staff
| 38% | 200 | 1206 | 15% | 6% 45% 35% 20%

FREQUENT AND IN-PERSON FEEDBACK FROM SUPERVISORS

Table 11: Formal Evaluation of Employees

Frequency of Use I Prevalence Among Staff
Selected Majority of
Never Rarely Sometimes Often Very often staff staff All staff
0% | 9% | 6% | 24%| 62% 3% 6% 91%

Figure 3: Frequency of Feedback Regarding
Performance During Work Assignments

40%
30%
20%
0% |
Less than once pehAt least once per Few times per Few times per More than once N/A
month month month week per day
m Written/electronic feedbacl In-person feedbacl

FLEXIBLE WORK SCHEDULE AND WORK LOCATION

Table 12: Flexible Work Schedule

Frequency of Use Prevalence Among Staff
Selected  Majority
Never Rarely Sometimes Often Very often staff of staff  All staff
Flexible work schedule | 3% 0% 35% 35% 26% 47% 22% 31%
Telecommuting 18% | 35% 32% 15% 0% 88% 8% 4%
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