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PPRROOJJEECCTT  OOVVEERRVVIIEEWW  

 
This report presents the findings of the recent Survey of Nonprofit Employee 
Satisfaction and Performance commissioned by Windsor Recruitment. The 
survey represents one of the first stages of a benchmarking project which 
aims to capture vital information about a variety of issues impacting nonprofit 
organisations in Australia.  

The major goals of this survey were to capture information relating to: 
 

 Organisation membersô perceptions of their organisationsô corporate 
and humanistic identity 

 The types of activities and sectors engaged 

 Employeesô opportunities for learning and development 

 Availability of employee supervision, and rewards and recognition 
for performance  

 Issues of employee job satisfaction, turnover and retention 

 Employeesô identification with their team/work unit and organisation 

 Organisational strengths and areas for improvement 

 

Overall, employees from 22 Australian nonprofit organisations participated in 
the survey, which was developed by The Australian Centre for Philanthropy 
and Nonprofit Studies at Queensland University of Technology. Of these 
organisations, six elected to offer the survey to the entire employee 
population. After the first draft of the survey was developed, representatives 
from participating organisations were approached to provide feedback as to 
issues that the survey could additionally capture, and to ensure that existing 
questions were appropriate. Amendments were subsequently incorporated 
into the final version of the survey that was placed online. In total, 348 
nonprofit employees completed the survey. 
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RREESSUULLTTSS  

  

DEMOGRAPHIC INFORMATION 

  

AAggee  aanndd  GGeennddeerr  

Participant age ranged from 18 to 71 with a mean age of 38 years. The 
majority of participants (81%) were female and 19% were males. 

  

BBaassiiss  ooff  EEmmppllooyymmeenntt    

The table below lists the distribution of participants by basis of employment. 
As can be seen in the table, the majority of participants were employed on a 
permanent full-time basis. Permanent part-time staff comprised the next 
largest portion of the sample, followed by casual staff. Only 20 employees 
reported being employed under any other arrangement.  

 

 
 Frequency  % 

Permanent Full - time  239 67 

Permanent Part -time  59 17 

Casual  23 6 

Contract  7 2 

Fixed Term Full-time  7 2 

Fixed Term Part -time  1 1 

Temporary Full- time  2 1 

Temporary Part -time  1 1 

Other  2 1 
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LLeennggtthh  ooff  EEmmppllooyymmeenntt  

Participants were also asked how long they had spent continuously working in 
their organisations , in their current organisationôs sector , and in their current 
role . The graph below displays the percentage of participants in each 
category.  
 
The most common length of time for participants to have spent in their current 
roles, organisations, and the nonprofit sector in general was 1-2 years. 
Results suggested a reasonable amount of longevity within the sector. Around 
20% of participants indicated that they had been working in the nonprofit 
sector for 3-5 years, 22% for 6-10 years, and 23% for over 11 years. 
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EEdduuccaattiioonnaall  QQuuaalliiffiiccaattiioonnss  

Participants were asked to nominate their highest level of education. The 
chart below shows the percentage of participants in each response category. 
A degree was the most common qualification, selected by almost 30% of 
participants, followed by Certificate and Diploma qualifications with 14 and 
12%, respectively. 
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SSaallaarryy  aanndd  PPoossiittiioonn  iinn  OOrrggaanniissaattiioonnaall  HHiieerraarrcchhyy  

Employeesô annual salary ranged from $1,250 to $300,000 with a mean of 
$48,751.34, and a median of $50, 838.95. 
 
Participants were also asked to nominate their position within their 
organisationôs hierarchy. The chart below lists the number and percentage of 
participants who fell into each of the five categories. As can be seen in the 
chart, comparable percentages of respondents occupied clerical (24%), line 
worker (27%), and middle management (29%) positions. Only 14% of 
respondents represented the higher levels of the organisational hierarchy.  
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ORGANISATIONAL PERFORMANCE 

 
A broad range of indicators were employed in the survey to capture employee 
perceptions of workplace performance-related constructs. The different 
indicators such as role clarity and supervisor feedback are listed in the graph 
below. The graph indicates how well the organisation is performing in each 
indicator with higher scores indicating better performance. Each indicator is 
discussed in greater detail below.  
 

 
 

SSuuppeerrvviissoorr  FFeeeeddbbaacckk  

This section comprised statements about the quality and frequency of 
feedback that employees received from their direct supervisor. For example, 
one item stated ñMy direct supervisor gives me honest feedback on my 
performance.ò As the figure below shows, almost half (48%) of participants 
reported either agreement or strong agreement with these statements, 
indicating that they received a high standard of feedback from their direct 
supervisor.  
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SSuuppeerrvviissoorr  SSuuppppoorrtt  

This section assessed the degree of social support that employees received 
from their supervisors. For example, one item stated ñ[My supervisor] 
considers my personal feelings when implementing actions that will affect 
me.ò Over half (56%) of respondents indicated either agreement or strong 
agreement on this scale. 
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RReeccooggnniittiioonn  aanndd  RReewwaarrddss  

This section comprised items addressing the degree of recognition employees 
received from their organisation and their supervisor. As the figure below 
shows, over a third of participants (36%) indicated neither agreement nor 
disagreement with these statements. However, more participants disagreed 
(i.e. a total of 30% selected either ñdisagreeò or ñstrongly disagreeò) than 
agreed (i.e. a total of 23% selected either ñagreeò or ñstrongly agreeò) with  
 
these statements, suggesting that they felt as though they did not receive 
adequate recognition for their work. This represents an area for development 
for nonprofit organisations and the sector overall. 

 
  

LLeeaarrnniinngg  aanndd  DDeevveellooppmmeenntt  

This section comprised items addressing the quality and quantity of 
employeesô opportunities for learning and development in their roles. An 
example item included ñI am given the training and support required to do my 
job effectively.ò A third (34%) of respondents indicated neither agreement nor 
disagreement with these items. Over a third (a total of 36%) reported either 
agreement or strong agreement with these statements, indicating that they felt 
as though they received sufficient opportunities for professional learning and 
development. A third (30%) reported either disagreement or strong 
disagreement, indicating they did not receive enough training. This represents 
an area for development for nonprofit organisations and the sector overall. 
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