
Arts Research Monitor 
January 2003 
 
Human Resources / Capacity-Building 
 
Two publications from Canadian Policy Research Networks (www.cprn.org) addressing human resources 
in the non-profit sector are available for free download at www.cprn.org/pubs/files/pubs-w_e.html. 
 
Job Quality in Non-Profit Organizations 
Kathryn McMullen and Grant Schellenberg, January 2003 
 
This report is an important assessment of the quality of jobs in Canada’s non-profit sector compared to 
for-profit businesses and quasi-government organizations. Drawing on a 1999 Statistics Canada survey, 
the report examines various aspects of job quality: the incidence of temporary and part-time employment; 
unpaid overtime; scheduling flexibility; earnings; access to benefits; satisfaction with pay and benefits; 
and overall job satisfaction. The refrains heard in the report – non-profit staff are well-educated, often 
work in part-time or temporary positions, work significant overtime, and receive limited pay and benefits – 
will be familiar to those working in the arts.  
 
The report examines whether there is a trade-off between the intrinsic benefits of working in non-profits 
(i.e., commitment to a mission) and financial and other working conditions. The authors also question 
whether there should be a trade-off at all. 
 
Although the report covers a range of non-profit sectors, arts managers will be particularly interested in 
the findings for the “culture, recreation and associations” (CRA) sub-sector. Of the non-profit sub-sectors, 
the CRA component has the highest percentage of employees in temporary jobs (19%), the lowest 
percentage in part-time positions (24%), and the highest percentage working unpaid overtime (33%). All 
of these figures are high compared to other sectors of the labour force. The CRA sub-sector also has the 
highest percentage of employees working flexible hours (52%) of any labour force segment (non- profit, 
for-profit or quasi-government).  
 
Average hourly earnings for all different levels of employees in the CRA area (managers, professionals, 
technical/trades, and clerical/administrative) are all toward the low end of the scale compared to other 
labour market sectors. Benefits coverage is also relatively low in the CRA component. In a competitive 
market situation, this spells difficulty attracting and retaining staff. It’s not surprising, then, that over one-
quarter (27%) of CRA employees express dissatisfaction with their pay and benefits. 
 
The authors also link human resource issues to overall funding concerns: “Insufficient funding typically 
means that staff are poorly paid and overworked.” The report makes clear that non-profits have significant 
challenges in securing adequate funding to meet the needs of both clients and staff. 
 
Mapping the Non-Profit Sector 
Kathryn McMullen and Grant Schellenberg, December 2002  
 
As the title promises, this report does the basic work of measuring the size, staffing and composition of 
Canada’s non-profit sector. Based largely on the same data set as CPRN’s job quality report, this report 
finds that the non-profit sector is composed of 58,000 organizations with employees (organizations 
without paid staff are excluded from the data set). These 58,000 organizations employ just under 900,000 
people or about 8% of Canada’s workforce – roughly equivalent to the construction, mining, and oil and 
gas industries. Regionally, the non-profit sector ranges from 7.4% of employment in Ontario to 10.1% on 
the Prairies. 
 

Hill Strategies 



The authors find a high percentage of female employees and female managers, high educational 
attainment among staff, and large professional and managerial staffing components.  
 
The authors divide the non-profit sector into three categories: culture, recreation and associations 
(including arts, entertainment, recreation and culture as well as member-service organizations such as 
professional associations and unions); health, education and social services; and other non-profits. The 
culture, recreation and associations (CRA) segment comprises about 34% of all non-profit employers and 
28% of employees. Small employers predominate: over 94% of CRA organizations employ fewer than 20 
people. The CRA component has the youngest staff in the non-profit sector (40% under age 35), the 
lowest proportion of women (61%), and the lowest proportion of immigrant employees (just under 12%). 
 
Volunteers 
 
Research articles from the International Year of the Volunteer 
Non-Profits Canada (www.nonprofitscan.ca) 
(www.nonprofitscan.ca/report.asp?section=recently) 
 
This website contains a range of useful research articles for the non-profit sector. Two reports deal with 
the contribution of volunteers to an organization. Measuring the value that your organization contributes 
to the community is a short fact sheet that introduces and explains the concept of volunteer value-added. 
It also provides an example of how organizations can demonstrate the value of volunteer contributions. 
 
What volunteers contribute: Calculating and communicating value added is a 20-page report aimed at 
helping voluntary organizations assess volunteer value-added and use value-added information. The 
report walks readers through the process of gathering information about value-added contributions, 
assigning a dollar value to volunteer value-added, and putting all this information together in a report. The 
authors suggest that voluntary organizations can demonstrate volunteer value-added by including an 
Expanded Value Added Statement (EVAS) with their financial statements. 
 
The authors of these fact sheets have also developed a volunteer value-added website to help 
organizations quantify the contributions of volunteers to their organizations and prepare a value added 
statement. (home.oise.utoronto.ca/~volunteer/) 
 
One published article from the International Year of the Volunteer series focuses specifically on the broad 
culture sector. Recreation volunteers: An asset to be cultivated uses surveys and focus groups to 
examine what motivates people to volunteer for recreation, sports, arts and culture organizations in 
Quebec. 
 
Important factors affecting the decision to volunteer for a “recreation” organization include the cause of 
the organization, the atmosphere within the organization, and the duties requested of volunteers by the 
organization. However, “factors such as the personal advantages of volunteering, the urgency of the 
need, and the duration of volunteer involvement were not very important factors for the volunteers in this 
study.” 
 
The most important motivation for volunteering was the feeling of contributing to a collective cause, 
followed by the desire to have a good experience and enjoy one’s passion. Almost one-third of the 
volunteers in the study became involved with organizations on their own initiative, while about 40% were 
asked by someone else.  
 
Future articles related to arts and culture include Recreation volunteering: Is it unique? and Staff-
volunteer relations in recreation, arts, sports, and community organizations. 
 


