The Bayer Center for Nonprofit Management

at Robert Morris University

In service to the nonprofit community
presents the ...

2015
Wage and Benefit Survey

of Southwestern Pennsylvania
Nonprofit Organizations

With financial support from Horovitz, Rudoy & Roteman LLC

HOROVITZ
RUDOY &
SAVER Gy ROTEMAN uc

oNPROFI'r EQ
P Map, 4(1’?,55‘“ CERTIFIED PUBLIC OUNTANTS & BUSINE




2015 Wage and Benefit Survey
of Southwestern Pennsylvania Nonprofit Organizations

Copyright © 2015 by The Bayer Center for Nonprofit Management at Robert Morris University, Bob Orser and Rita
Haronian. All rights reserved. Published in the United States by Bob Orser and Rita Haronian, Nonprofit
Compensation Associates. No portion of this survey may be reproduced in any form without written permission from
the publishers.

The Bayer Center for Nonprofit Management at Robert Morris University
339 Sixth Avenue, Suite 750

Pittsburgh, PA 15222

412-397-6000 phone

www.rmu.edu/bcnm

Horovitz, Rudoy & Roteman LLC
Koppers Building, Sixth Floor
436 Seventh Avenue

Pittsburgh, PA 15219
412-391-2920 phone
www.hrrcpa.com

Nonprofit Compensation Associates
P.O. Box 10737

Oakland, CA 94610

510-645-1005 phone
www.nhonprofitcomp.com
survey@nonprofitcomp.com

This survey has been produced by Nonprofit Compensation Associates using FAIRPAY, a nonprofit salary and benefits
model and software. Based on over 50 years of combined experience in conducting nonprofit salary and benefits
surveys, this stand-alone application, in conjunction with a specially formatted questionnaire, allows nonprofit
organizations and associations to publish a survey with accurate and detailed data for their local community or
constituency.

NONPROFIT
COMPENSATION
ASSOCIATES



Table of Contents

Introductory Letter iX
Preface Xi

| GUIDE TO USING THE SURVEY

Matching Jobs 1
Determining/Comparing Compensation 2
Terminology and Abbreviations 2
Positions 5
Data Confidentiality 5
Job Titles with Insufficient Data 6
Survey Highlights 7
Il PARTICIPANT OVERVIEW
Effective Date 9
Participants 9
Budgets 9
Using Budget Data to Evaluate Pay 9
Staff Size 10
Field of Service and Budget Size 11
Primary Sources of Funding and Budget Size 11
Supervisory Responsibility 12
Geographic Location and Budget Size 12
Fiscal Year Calendar and Budget Size 13
Workforce by Sex of Employee and Budget Size 13
Workforce by Race of Employee and Budget Size 13
Turnover Rates 14
i COMPENSATION & BENEFITS PRACTICES
Compensation Practices 15
Salary Increase Budgets for Current Fiscal Year 15
Salary Increase Practices 15
Salary Grades and Ranges 16
Incentive Pay or Bonuses 16
On-Call Practices 16
Extensive Overtime by Exempt Staff 17
Compensatory Time Off 17
Evening/Night Shift Differentials 17
Employee Eligibility for Public Assistance 17
Employment Practices 18
Introductory Period 18
Performance Reviews 18
Premium for Bilingual Skills 18
Union Contracts 19
Professional Development Classes 19
Professional Conferences 19
Professional Organizations 19
Employee Assistance Program (EAP) 19
Full-Time Work Week 19
Time-Off Practices 20

2015 Wage and Benefit Survey of Southwestern Pennsylvania Nonprofit Organizations Page iii



Table of Contents

Insurance and Retirement Benefits 24
Insurance Coverage Offered 24
Waiting Period for New Employees 25
Domestic Partner Benefits 25
Part-Time Employee Benefits 25
Special Insurance-Related Accounts 25
Employer Contribution — HMO Insurance (Traditional) 26
Employer Contribution — PPO Insurance (Traditional) 27
Employer Contribution — Dental Care (Traditional) 28
Employer Contribution — Vision Care (Traditional) 29
Employer Contribution — Life Insurance (Traditional) 30
Employer Contribution — Short-Term Disability (Traditional) 30
Employer Contribution — Long-Term Disability (Traditional) 30
Employer Contribution — Long-Term Care (Traditional) 31
Section 125 Plans 31
Retirement Benefits 32
Retirement Benefits—Funding 32
Retirement Benefits—Contributions 32
Retirement Benefits—Vesting Period 32
Projected Retirement Among Current Employees 33

Executive Director/CEO Profile 34
Employment Contract 34
Gender and Compensation 34
Education and Compensation 34
Time in Position and Compensation 35
Additional Perquisites and Benefits 35
Succession and Transition Planning 36

IV COMPENSATION BY POSITION

Executive 38
Executive Director/Chief Executive Officer 38
Associate Director/Chief Operating Officer 39
Director, Program(s) 40

Administrative 41
Director, Administration 41
Office Manager 42
Executive Assistant 43
Administrative Assistant, Senior Level 44
Administrative Assistant, Intermediate Level 45
Administrative Assistant, Junior Level 46
Receptionist 47
Quality Assurance Manager 48
Quality Assurance Specialist 49

Accounting/Finance 50
Chief Financial Officer 50
Controller 51
Accounting Manager 52
Accounting Supervisor 53
Senior Accountant 54
Staff Accountant 55
Payroll Specialist 56
Accounting Clerk 57

Page iv © The Bayer Center for Nonprofit Management & Nonprofit Compensation Associates



Table of Contents

Development 58
Director, Development 58
Development Manager, General 59
Development Manager: Annual Giving 60
Grant Writer, All Types of Funding 61
Special Event Coordinator 62
Development Associate 63

Education & Recreation 64
Director, Education 64
Curriculum Specialist 65
Educator or Teacher, Adult Education 66
Site Supervisor 67
Teacher, K-12 68
Teacher, Pre-School 69
Teaching Assistant, K-12 70
Teaching Assistant, Pre-School 71
Special Education Teacher 72
Child Care Assistant 73
Community Educator 74
Life Guard/Swim Instructor 75
Recreation or Activity Leader, Children or Youth 76

Employment/Work Training 77
Job Developer 77
Vocational Counselor 78
Job Coach 79

Food Service 80
Food Service Manager or Supervisor 80
Cook 81
Food Service Assistant/Worker 82

Foundation/Philanthropy 83
Program Associate 83

Gift/Thrift Shop, Warehouse & Food Bank 84
Gift/Thrift Shop Manager 84
Gift/Thrift Shop Retail Sales Clerk 85
Warehouse Manager 86
Warehouse Worker 87

Government Affairs, Advocacy & Research 88
Director or Manager, Government Affairs 88

Housing/Community Development 89
Shelter Coordinator 89

Human Resources 90
Director, Human Resources 90
Human Resources Manager 91
Benefits Manager 92
Human Resources Representative or Specialist 93
Human Resources Assistant 94

2015 Wage and Benefit Survey of Southwestern Pennsylvania Nonprofit Organizations Page v



Table of Contents

Information Technology 95
Director, Information Technology/Services 95
Information Technology Manager 96
Systems Administrator 97
Database Administrator 98
Network Technician 99
Personal Computer Technician 100
Tech Support Specialist 101
Data Entry Operator 102

Legal Services & Community Organizing 103
Community Organizer 103

Maintenance, Grounds & Purchasing 104
Facilities Manager 104
Maintenance Supervisor 105
Maintenance Technician or Specialist 106
Gardener 107
Janitor or Custodian 108
Driver 109
Purchasing Coordinator or Specialist 110

Medical & Clinic Services 111
Director of Nursing 111
Registered Nurse 112
Nurse Practitioner 113
Licensed Vocational/Practical Nurse 114
Medical Assistant 115
Health Educator 116
Medical Records Clerk 117
Billing Clerk 118
Receptionist (Medical) 119
Physical Therapist 120
Occupational Therapist 121
Speech Pathologist 122

Program Management, Other than Social Srvs/Mental Hith 123
Program Director/Administrator 123
Program Manager/Administrator 124
Program Coordinator 125
Program Assistant 126

Social Services & Mental Health 127
Program Director/Administrator, Social Services/ Mental Health 127
Program Manager/Administrator, Social Services/ Mental Health 128
Program Coordinator, Social Services/ Mental Health 129
Program Assistant, Social Services/ Mental Health 130
Licensed Clinical Social Worker 131
Therapeutic Counselor, MFCC/MFT 132
Case Manager, Master Level 133
Case Manager 134
Counselor, Master Level 135
Counselor 136
Family Advocate 137
Eligibility Specialist 138
Intake Coordinator 139
Senior or Adult Program Assistant 140
Children or Youth Program Assistant 141
Personal Attendant/Home Health Care Worker 142
Direct Care Counselor 143

Page vi © The Bayer Center for Nonprofit Management & Nonprofit Compensation Associates



Table of Contents

Volunteer, Membership & Marketing
Volunteer Director
Volunteer Coordinator
Communications Director or Manager
Public Relations Manager
Marketing Coordinator
Social Media Coordinator
Membership Assistant
Customer Service Representative

APPENDICES

Appendix A: Average Annual Base Salary by Position
Appendix B: Survey Participants

Appendix C: Wage Conversion Formulas and Tables
Appendix D:

144
144
145
146
147
148
149
150
151

153
155
159
162

About The Bayer Center for Nonprofit Management at Robert Morris University

About Horovitz, Rudoy & Roteman LLC

2015 Wage and Benefit Survey of Southwestern Pennsylvania Nonprofit Organizations

Page vii



Page viii © The Bayer Center for Nonprofit Management & Nonprofit Compensation Associates



March 2015
Dear Nonprofit Leader:

We are very pleased to present to you this 2015 Wage and Benefit Survey Report. Now in its
seventh iteration, this bi-annual survey has been of real value to regional and national
organizations, adding depth to our collective nonprofit employment knowledge base. It is most
often utilized as a benchmarking tool in compliance with the IRS 990 form requirements for all
nonprofits to benchmark their executive compensation against the market. It also remains useful to
nonprofit boards hiring new staff or seeking fair compensation for the thousands of hard-working
nonprofit employees in our region.

In keeping with the subject of fair compensation, it is notable to mention that the information
gleaned from this survey on issues of gender pay inequity launched the BCNM project, “74%:
Exploring The Lives of Women in Non-Profit Organizations.” The past three years were spent
conductive both qualitative and quantitative research (generously funded by Eden Hall and Bayer
USA Foundations) to explore the realities of compensation and influence for the 225,000 women
who work in the southwestern Pennsylvania nonprofit sector. Now in its fourth year, “74%” is
moving forward to distill this information by writing a book that will highlight both our academic
research and the stories of over 60 nonprofit workers (mostly women and a few brave men!) into a
published work. You can help us make this dream a reality by attending our first ever 74%
fundraiser, “The Great Debate” on Pay Equity Day, April 14, 2015.

The 2015 survey report captures information on over 11,000 local nonprofit employees. Not only
you will find the most current information on comparative salaries, but there is also updated
information on benefits administration and the myriad challenges that they present to nonprofit
organizations. We would like to thank Tom Ryan and our friends at Horovitz, Rudoy and Roteman
LLC for being a sponsor for this year’s survey, and The Nonprofit Doctor, and Rita Haronian, for
collecting and translating the data into a meaningful document.

For other questions about the survey or its content please contact the Bayer Center at 412-397-
6000. We hope that you find this information useful and relevant.

Sincerely,
Qmm //-vzij—;\; ‘J ['2'—
Peggy Morrison Outon Tom Ryan .
Executive Director Partner "'/
Bayer Center for Nonprofit Management Horovitz, Rudoy and Roteman LLC

Robert Morris University
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PREFACE

This report provides you with the results of the 2015 Wage and Benefit Survey of
Southwestern Pennsylvania Nonprofit Organizations.

The purpose of this survey is to present a snapshot of compensation and benefits practices
within the Southwestern Pennsylvania region. A primary and critical goal of nonprofit
organizations is to attract, recruit, and retain well-qualified professional and support staff.
Competitive compensation, attractive benefit packages, and equitable policies support this goal.
One of the challenges to developing such programs is to locate accurate and comprehensive
data on salaries and benefits in the nonprofit field. This survey provides you with the
information needed to evaluate your own benefit and compensation practices and determine
what changes may be required in your own human resources programs.

This report is divided into the following sections:

I Guide to Using the Survey: Offers information on how to compare your own practices to
the survey data including matching jobs, definitions of terms used, and how to calculate
pay movement.

II  Participant Overview: Provides detail on the participants including budget size, location,
field of service, and numbers of employees.

III' Compensation and Benefits Practices: Includes data on vacation, holiday, sick leave, and
other time-off policies as well as insurance premium and retirement program practices.
Also included are data on salary budgets, salary increases, bonus practices, overtime and
shift differential policies, executive director benefits, and other related items.

IV Compensation By Position: Details the compensation (base pay and total compensation)
for each position in the survey according to several variables, including budget size, field
of service, location, and managerial responsibility.

Appendices
Appendix A:  Average Annual Base Salary by Position
Appendix B:  Survey Participants
Appendix C:  Wage Conversion Formulas and Tables
Appendix D:  About The Bayer Center for Nonprofit Management at Robert Morris
University
About Horovitz, Rudoy & Roteman LLC
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I. GUIDE TO USING THE SURVEY

The 2015 Wage and Benefit Survey of Southwestern Pennsylvania Nonprofit Organizations
contains data from the 151 nonprofit organizations that completed and returned the Survey
questionnaire distributed by The Bayer Center for Nonprofit Management at Robert Morris
University. This questionnaire was designed so that the resulting report would provide a
comprehensive and accurate picture of wages, benefits, and other organizational practices as
they exist in Southwestern Pennsylvania’s nonprofit sector, as of October 1, 2014.

When using the data in this report, we suggest you consider the following:

*  The survey reports the compensation and benefit practices in effect on October 1, 2014, as
reported by 151 nonprofit organizations in Southwestern Pennsylvania.

*  The survey findings are representative of actual practices reported by the participants in
the survey. The survey, therefore, is not a scientifically selected sample from which
conclusions can be drawn about all nonprofits in the area. Also, the results are not intended
to represent an ideal of what compensation and benefits should be.

* Ajobin one organization often has a different title than that in another. We recommend
using the job description to match jobs rather than the job title alone.

*  When developing compensation or benefits programs, a nonprofit organization should
consider its compensation philosophy and the internal value of jobs in addition to survey
data.

Matching Jobs
When seeking information for a particular job, it is important to carefully match your job’s
duties and responsibilities with that of the survey positions:

* Eachjob title is defined by an accompanying job description. Individual organizations may
use the same job title to designate very different jobs.

TIP: We strongly recommend using the job descriptions rather than the job titles alone to
match your jobs to those in the survey.

* To find compensation data for a specific job in your organization, first match the position to
a job description that is found at the top of each Compensation by Position page. Jobs are
grouped under general classifications or functions. It is often useful to review several job
descriptions within a function to determine the best match.

* To ensure that the job description you choose is as similar as possible to the actual job at
your organization, at least 80 percent of the job responsibilities and requirements should be
the same or comparable.
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Guide to Using the Survey

Determining/Comparing Compensation

Review all the data subsets (such as organization budget or field of service) to locate those
most relevant to your organization. Note that the pay for senior management positions is
most often influenced by the size of a nonprofit organization, with larger organizations
paying higher salaries. However, organization size typically has little or no effect on lower-
level supervisory, professional, or support jobs.

You may also consider the variable information provided within a subset of data. For
example, if your organization budget is $4.5 million, it may be appropriate to compare
third quartile salary data in the budget group from $2 to $5 million against your Executive
Director’s salary. If you are planning substantial growth in the immediate future and the
budget next year is expected to be $5.5 million, then consider using the compensation
information from the data subset providing pay levels for larger organizations.

Keep in mind that pay is a moving target. The data in this report are salaries in effect
October 1, 2014. Therefore, when evaluating your organization’s pay levels after that date,
the data in this report will need adjusting upward to reflect pay movement. We
recommend you use 0.25% for each month that has passed since October 1, 2014, or 3.0%
annually, to adjust pay levels to the current rate.

Terminology and Abbreviations
The following terms and abbreviations are used in the Compensation by Position tables and
throughout this document:

Term Definition

Across-the-board salary A general pay increase, usually of a certain percent, given to every

increase eligible employee in an organization. The increase may be linked to
cost of living or other economic indicators; see also Cost of Living
Increase.

Actual bonus paid Not all employees who are eligible for bonuses actually receive them.

The data in this row of the Compensation by Position tables detail the
numbers of employees receiving bonuses and, where there are
sufficient data, information on the amounts paid.

Average salary The sum of all salaries or cash compensation divided by the number

of incumbents. Average salary figures may be unduly influenced by
a few extremely high or low salaries or by the wage practices of a
small number of organizations if they employ large numbers of
employees in a particular category. Median salaries are less
influenced by extremes.

Base salary — All Employees In the Compensation by Position tables, the average full-time, annual

base salary paid for the position. Part-time salaries have been
annualized based on a 40-hour workweek. Base salaries do not
include the cost of benefits, incentive pay, or perquisites. To convert
annual salaries to hourly, weekly, or monthly figures, consult
Appendix B of this report.

Cafeteria plan See Flexible benefit plan.
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Guide to Using the Survey

Term

Definition

Cost of living increase

Periodic, across-the-board increases in base pay, designed to keep
employees’ salaries in line with the rising cost of living.

Defined benefit plan

A retirement plan in which a retired employee receives a specific
amount based on salary history and years of service, and in which
the employer bears the investment risk. Contributions may be made
by the employee, the employer, or both.

Defined contribution plan

A retirement plan that specifies the amount of an agency’s
contribution, but may not have a formula for determining eventual
benefits. The agency’s contribution is usually a certain percentage of
the worker’s salary, and a vesting period —specific length of
employment —may be required. See Individual Retirement Account
(IRA), Tax-sheltered annuity 401(k), Tax-sheltered annuity 403(b).

Dependent Care Spending
Account (DCSA)

One of the two types of FSA (Flexible Spending Account), which
holds pre-tax dollars set aside by employees for their dependent care
expenses. No amount may be left in the DCSA by the end of the year,
or it will be lost.

Eligible for incentive/bonus

The data in this row of the Compensation by Position tables indicate
the organizations that provide opportunity for an employee to
receive a bonus, regardless of whether one is awarded. These may
include formal plans based upon achievement of pre-determined
goals or be discretionary with leadership and/or board approval.

Exempt vs. Non-Exempt
employees

Employees are classified as “exempt” or “nonexempt” in reference to
the FLSA (Fair Labor Standards Act). An exempt employee is paid a
salary and is not compensated for overtime hours worked. The three
categories under which an employee may be considered exempt are
administrative, executive and professional. These categories
generally define an exempt employee as one who customarily and
regularly exercises discretion and independent judgment

in the performance of his/her duties. Exempt employees must pass
a Salary Basis Test; that is, they must be compensated at a minimum
weekly salary of at least $455. A non-exempt employee is paid for all
overtime hours worked. Non-exempt employees generally perform
operational functions such as routine clerical duties, maintenance
work, and checking and inspecting equipment.

Flexible benefit plan

Benefit plan that allows employees to choose the benefits they want
from a predetermined list. Employers provide a certain number of
credits or dollars to each worker to ensure core coverage, and
additional benefits may be purchased at an individual employee’s
expense. Also called Cafeteria plan in this document.

Flexible Spending Account
(FSA)

A type of Section 125 accounts, an FSA holds pre-tax dollars set aside
by employees for their health care or dependent care expenses. No
amount may be left in the FSA by the end of the year, or it will be
lost. There are two types of FSA: Health Care Spending Account
(HCSA) and Dependent Care Spending Account (DCSA).
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Guide to Using the Survey

Term

Definition

Full-time equivalent (FTE)

Either one full-time position (as defined by an organization’s policy
regarding the hours required for a full-time workweek), or two or
more part-time positions that, when taken together, make up the
work schedule of one full-time position.

Health Care Spending Account
(HCSA)

One of the two types of FSA (Flexible Spending Account), which
holds pre-tax dollars set aside by employees for their health care
expenses. No amount may be left in the HCSA by the end of the year,
or it will be lost.

Health Reimbursement
Arrangement
(HRA)

An arrangement in which the employer contributions a certain
amount per employee per year for health care expenses. This money
may be rolled from one year to the next but is not portable if an
employee leaves his/her job.

Health Savings Account (HSA)

Employee and/or employer make pre-tax contributions that are used
by the employee for future medical, retirement, or long-term care
premium expenses. These accounts are used in conjunction with a
high-deductible health insurance policy. The funds can roll over
from year to year and the account is portable.

Incentive or bonus pay

A periodic or one-time financial reward that compensates employees
for outstanding job performance. Bonuses may be given for specific
instances of employee achievement or initiative or when a worker
meets or exceeds preset performance goals.

Individual Retirement Account
(IRA)

A defined contribution benefit plan that allows employees to make
tax-deductible contributions to their own retirement accounts.

Median

The data point at which 50 percent of the sample is lower and 50
percent of the sample is higher. The median is synonymous with the
50th percentile.

Number of employees

In the Compensation by Position tables, the total number of individuals
reported in the job; the size of the sample.

Number of Organizations

In the Compensation by Position tables, the number of organizations
reporting employees in the position.

Paid Time Off (PTO) program

In a Paid Time Off program, employees are given a set number of
days off each year to be taken at their discretion (as opposed to
separate time off for vacation days, sick days and holidays).

Paid time-off benefits

Employer-paid time off the job; that is, vacation, sick days and
holidays.

Percentiles

*  The 25th percentile is the data point below which 25 percent of
the sample falls.

*  The 75th percentile is the data point below which 75 percent of
the sample falls; conversely, the level above which the top 25
percent of the sample falls.

Performance-based or merit
increases

Salary increases based on employee merit or performance over a
given period of time.

Page 4
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Guide to Using the Survey

Term

Definition

Personal days

Days off taken at the discretion of the employee. Also called floating
holidays.

Tax-sheltered annuity 401(k)

A defined contribution retirement plan that allows workers to make
pre-tax contributions through salary reduction agreements with their
employers. Following a change in tax regulations in 1997, 401(k)
plans can now be offered by nonprofit organizations.

Tax-sheltered annuity 403(b)

A defined contribution plan, similar to a 401(k), but specifically
designed for use by nonprofit and public organizations.

Total cash compensation

Calculated by adding base salary and bonus together and dividing

by the total number of incumbents in the job, regardless of whether

they received a bonus. For example,

* Average base salary for 5 Executive Directors is $50,000

e  Two received bonuses: one was $5,000 and one was $1,000

*  (5x$50,000) + ($5,000 + $1,000)/5 = $51,200 (Total Cash
Compensation)

Positions

This year, we collected data on 212 job titles and received enough data to print reports for 114 of
those titles. For many of these jobs, especially those core positions found particularly in
nonprofits, there are very limited data available elsewhere. More than 11,000 individual salaries
were reported and included in this report.

Each wage chart contains data broken out by the following parameters, given a sufficient

response:
. Organization’s annual operating budget

. Organization’s location

. Organization’s primary field of work

. Organization’s primary source of funding

. Total number of employees

. Educational requirement of this particular position

. Employee’s sex

. Employee’s race

. Number of years the employee has held this position

. Number of employees managed directly or indirectly by this employee

Data Confidentiality

To ensure the confidentiality of all data, a minimum number of responses is required for each
statistic. A minimum of five organizations is required to report compensation in any data
subset. At least five incumbents in a data subset are required to report the average and the
median. The 10th, 25th, 75th and 90th percentiles are reported for samples of at least twelve
incumbents. When not enough data is collected to meet these minimum levels, cells in the
individual reports are left blank.
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Guide to Using the Survey

Job Titles with Insufficient Data

Job titles that were not reported by the minimum of five organizations have been omitted from
the survey due to insufficient data. The job titles that were omitted this year are:

Administration
Regional Manager/Center Director
Accounting/Finance
Cashier
Animal Welfare
Veterinarian
Veterinary Clinic Manager
Humane Officer
Registered Veterinary Technician
Veterinary Technician
Animal Care Worker
Animal Adoption Counselor
Animal Shelter Manager
Animal Behaviorist
Cultural, Artistic & Performing Arts
Artistic Director
Curator
Resident Director
Resident Designer
Production Manager/Coordinator
Stage Manager
Costume Shop Manager
Box Office/Sales Manager
Technical Staff
Production Assistant
Actor
Instrumental Musician
Visitor Services Manager
Visitor Services Specialist
Development
Development Manager, Major Gifts
Development Manager, Capital Campaign
Development Manager, Planned Giving
Grant Writer, Government Funding
Direct Mail Coordinator
Education & Recreation
School Principal
Tutor
Recreation or Activity Leader, Adults
Fitness Instructor
Food Service
Nutritionist/Dietician
Foundation/Philanthropy
Program Officer
Grants Manager/ Administrator
Gift/Thrift Shop, Warehouse & Food Bank
Food Bank/Pantry Manager
Food Bank/Pantry Assistant/Clerk
Government Affairs, Advocacy, Research
Lobbyist
Staff Scientist
Research Analyst
Research Assistant
Librarian
Library Assistant

Housing/Community Development
Director of Real Estate Development
Project Developer
Construction Manager
Director or Resident/ Community Services
Director of Property Management
Resident Services Coordinator
Director of Property Management
Property Supervisor
Site Administrator
Shelter Manager
Occupancy Specialist
Desk Clerk
Program Manager: Housing
Program Manager: Economic Development
Asset Manager (Compliance & Monitoring)
Asset Manager (Financial Analyst)
Information Technology
Web Site Developer
Accidental Techie
Legal Services and Community Organizing
Managing Attorney
Staff Attorney
Attorney, Legal Aid
Attorney, Corporate
Paralegal
Legal Secretary/ Assistant
Maintenance, Grounds & Purchasing
Security Guard or Officer
Medical and Clinical Services
Director, Medical Services
Clinic Director
Physician, Family/General Practice
Physician, Internal Medicine
Physician, Obstetrics & Gynecology
Physician, Pediatrics
Physician, Other Specialty
Physician’s Assistant
Dental Director
Dentist
Registered Dental Hygienist
Dental Assistant
Laboratory Technician/Technologist
Phlebotomist
Radiology Technician
Community Health Worker
Case Manager, Medical
Patient Financial Services Manager
Patient Accounts Representative
Medical Records Transcriber
Social Services & Mental Health
Psychiatrist
Psychiatric Social Worker
Psychologist
Chaplain/Clergy
Volunteer, Membership & Marketing
Graphic Artist
Writer/Editor
Membership Director or Manager

Page 6 © The Bayer Center for Nonprofit Management & Nonprofit Compensation Associates



Guide to Using the Survey

Survey Highlights
Surveyed Organizations

This report provides data collected from 151 nonprofit employers of all sizes across
Southwestern Pennsylvania for wages and benefits they provided to 14,752 employees as of
October 1, 2015. Participating nonprofits are divided into two regions: those in Allegheny
County, and those in the surrounding area. One hundred nineteen organizations included in
this Survey are located in Allegheny County and thirty-two are located in other counties.

The annual operating budgets of participating nonprofits range from under $50,000 to over
$50,000,000 per year. The median budget in the sample is $2,166,492.

Sixty-four percent of the organizations” Executive Directors are women; 36% are men. In the
total sample of employees, 74% are women and 26% are men.

Seventy-six percent of the 14,752 employees of the participating organizations work full-time;
24% work part-time.

Benefits: Paid Time Off

More than half (57%) of participating nonprofits provide full-time employees with specific,
separate numbers of paid days off for vacation, holiday, and sick leave. Forty-one percent have
a PTO (Paid Time Off) program instead, giving employees a set number of days off to be taken
for any purpose. Another 2%, mostly small organizations, have a less formal policy.

Sixty percent of participating nonprofits offer paid time off to part-time employees. Of those,
78% require that those employees work at least 21 hours per week, on average, to be eligible.

Most (82%) participating nonprofits have one vacation schedule for all employees, which often
gives an increasing number of vacation days the longer an employee remains with the
organization; 16% have two or more schedules depending on the type of employee. Surveyed
nonprofits provide an average of 10 paid holidays and 10 paid sick days per year.

Organizations are most likely to provide other paid time off for bereavement and jury service.
Close to half provide paid time off for family illness maternity/ paternity and military service.
They are much less likely to provide paid time off for job-related education/training or
volunteer service.

Sixty-two percent of participating nonprofits define a full-time workweek as 40 hours per week;
20% use 37.5 hours; and 14 % use 35 hours.
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Guide to Using the Survey

Benefits: Insurance

Ninety-three percent of surveyed nonprofits offer some type of medical insurance coverage to
full-time employees including 7% that pay employees a monthly cash stipend to purchase their
own insurance. Among organizations that offer a “traditional” health plans (rather than flexible
benefit plans), 32% of those pay the full cost of premiums for employees. This is lower than the
2012 results, when 37% paid the full cost. The percentage of organizations paying the full cost
for employees was 46% in 2010, 47 % in 2008, 44 % in 2006, 49% in 2004, and 59% in 2002.

Thirty-three percent of surveyed organizations provide insurance to part-time employees,
usually requiring that employees work a minimum of 25 hours per week on average. The other
67% of surveyed organizations provide insurance benefits only to full-time employees.

Benefits: Retirement

The great majority (79%) of surveyed nonprofits provide some type of retirement benefit to
their full-time employees. Tax-deferred annuities are by far the most popular type of plan (64 %
of all surveyed organizations), followed by IRAs/SEP-IRAs (11%). Most (81%) of those with
retirement benefits have plans in which both the employer and the employee contribute to
retirement. In 8% only the employee contributes, and in 12% only the employer contributes.

Ninety percent of organizations that contribute to employees’ retirement plans describe their
contributions as a percentage of each employee’s annual salary, usually the same for all
employees. If the percentage increases with an employee’s length of service, organizations
entered the highest percentage, or cap, of an employee’s salary that would be contributed. The
range of all percent of salary responses is from 1% to 16%, with a median response of 4%.

Compensation

On average, male Executive Directors earn significantly higher pay than do females. The
average pay for all Executive Directors in the sample is $113,683 per year; for men the average
Executive Director pay is $135,170 per year and for women the average Executive Director pay
is $101,475 per year. While a majority (64%) of all Executive Directors in the sample are women,
a relatively greater number of men are found in this position at the largest organizations, which
tend to pay higher wages.

Overall, 79% of participating nonprofits expect to give salary increases during their current
fiscal year, with a median expected increase of 3.0%. Merit/performance is the most common
factor considered these decisions, with 47% of participating organizations planning merit/
performance increases during the next twelve months. Twenty-four percent expect an across-
board pay increase, 18% anticipate a cost-of-living increase, and 3% will consider employee
length of service. Some organizations use more than one method to grant salary increases.

Eighty-three percent of the participating nonprofits report a merit review interval of one year,
7% conduct reviews every six months, and 8% have no set interval.

Forty-one percent of surveyed nonprofits offer some form of incentive pay opportunity to
their Executive Directors.
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II. PARTICIPANT OVERVIEW

Effective Date
We asked the participants to provide salary data as of October 1, 2014.

Participants

This year, 151 nonprofit organizations in Southwestern Pennsylvania participated in the survey.
These organizations provided comprehensive information on benefits and compensation for
positions common to nonprofits. A list of the participants is included in Appendix A. The tables
in this section provide you with an overview of the participants — where they are located, their
budget size, field of service, and the number of staff they employ.

Budgets
Budget size groups are established where natural breaks occur in the data.
Budget Groups # of Orgs Average Budget Size
Up to $250,000 13 $135,853
$250,001 - $750,000 28 $537,197
$750,001 - $2,000,000 33 $1,289,845
$2,000,001 - $5,000,000 34 $3,260,981
$5,000,001 - $15,000,000 27 $9,357,270
Over $15,000,000 16 $34,178,771
Total 151 $6,422,202

Using Budget Data to Evaluate Pay

The size of an organization typically affects pay for management-level staff because of the
increased complexity of the organization itself, numbers of employees supervised, and overall
financial responsibility: the larger the nonprofit, the higher the compensation for a senior
manager. This pattern is demonstrated in the following table for the Executive Director/Chief
Executive Officer position.

Budget Groups Average Base Pay for Executive Director
Up to $250,000 $57,650
$250,001 - $750,000 $75,279
$750,001 - $2,000,000 $92,771
$2,000,001 - $5,000,000 $119,649
$5,000,001 - $15,000,000 $151,078
Over $15,000,000 $203,597
Average of all $113,683
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Participant Overview

Staff Size

Size does not have quite the same impact on pay for professional or support staff as their jobs
are similar whether they are in a large organization or a small one. Instead, the pay philosophy
of the organization, whether it has a formal salary administration program, and sources of
funding may determine the pay levels of these jobs.

TIP: We recommend you utilize the budget groupings to determine the pay level of a senior
manager, and use other criteria such as location, field of service, or the data for all
organizations when analyzing pay for support and professional positions.

The average number of employees in each size group is another measure against which to
evaluate pay for those individuals with responsibility for the entire organization, or for a
substantial part of it.

Budget Groups Average Number of Employees* Part-Time Employees as % of Total
Up to $250,000 4 46%
$250,001 - $750,000 6 31%
$750,001 - $2,000,000 15 26%
$2,000,001 - $5,000,000 69 32%
$5,000,001 - $15,000,000 125 20%
Over $15,000,000 520 23%
Average of all participants 98 24%

*Staff size is the sum of regular full-time and regular part-time employees.

Data are also calculated on employee size groupings.

Employee Size Groups # of Organizations
From 1 to 5 employees 29
From 6 to 20 employees 42
From 21 to 50 employees 27
From 51 to 100 employees 21
Over 100 employees 32
Total 151

TIP: If your organization has a particularly small budget relative to the number of
employees, or vice versa, then compare your data based on both budget and employee
size groups.

Page 10 © The Bayer Center for Nonprofit Management & Nonprofit Compensation Associates



Participant Overview

Field of Service and Budget Size

The survey participants represent the following 15 fields of service:

Field of Service c')l'fo éarlgi ;é%;% $zfc? « $7t€::>0K $tzoM $tsoM $01V5e“;
$750K $2M $5M $15M
Basic Material Need 14 0 3 3 5 2 1
Counseling/Behavioral Health & Wellness 9 1 1 0 2 2 3
Culture/Arts 19 4 8 5 2 0 0
Economic/Neighborhood Development 10 2 1 3 3 1 0
Education and Child Care Services 11 1 2 2 2 1 3
Employment and Economic Opportunity 6 0 3 0 1 2 0
Environment/Animal Welfare 7 0 2 3 1 1 0
Family Support and Preservation 7 0 0 2 2 2 1
Foundation/Philanthropy 11 2 4 3 0 2 0
Health and Health Education 16 3 1 3 6 1 2
Legal/Advocacy 3 0 2 0 1 0 0
Management/Technical Assistance 4 0 1 2 0 1 0
Religious 2 0 0 1 0 1 0
Social Support 30 0 0 5 8 11 6
Youth/Recreation 2 0 0 1 1 0 0
Total | 151 13 28 33 34 27 16
Primary Source of Funding and Budget Size
The survey participants report their primary sources of funding as follows:
Primary Source of Funding c')l'fo éarlgi ;é%;% $zfc? « $7t€::>0K $tzoM $tsoM $01V5e“;
$750K $2M $5M $15M
Contributions from individuals 28 6 3 8 7 4 0
Contributions from foundations or trusts 26 2 10 7 3 3 1
United Way 4 0 2 1 1 0 0
Government 61 5 4 11 15 16 10
Service membership dues 2 0 1 0 1 0 0
Program service fees 21 0 7 4 4
Revenue from sales, investments, etc. 9 0 4 4 0 0 1
Total | 151 13 28 33 34 27 16
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Participant Overview

Supervisory Responsibility

Another measure against which to evaluate your own jobs is the number of staff managed by
survey positions. The table below represents the number of employees directly and indirectly
supervised by the incumbent. Typically, the manager has substantial responsibility for hiring,
firing and reviewing performance. The survey provides pay data based upon these groups:

Employees Managed - Groups
1t03
4t08
9to 14

15 and over

This measure is particularly valuable when evaluating important supervisory positions. It
enables you to determine more precisely the value of your organization’s particular job relative
to others with similar circumstances. Typically, the more supervisory responsibility held by a
manager or supervisor, the higher the salary.

Geographic Location and Budget Size
Compensation levels are reported for the following geographic areas:

Total# | Up to $250K | $750K $2M $5M Over
County of Orgs | $250K to to to to $15M
9 $750K | $2m | $5M | $15M
Allegheny 119 6 23 27 31 20 12
Other Counties:
Armstrong 1 1 0 0 0 0 0
Beaver 4 0 1 1 0 2 0
Butler 8 1 2 1 1 1 2
Fayette 4 3 1 0 0 0 0
Greene 2 2 0 0 0 0 0
Indiana 1 0 0 0 0 1 0
Mercer 1 0 0 0 0 1 0
Washington 8 0 1 3 2 1 1
Westmoreland 3 0 0 1 0 1 1
Total Other Counties 32 7 5 6 3 7 4
Total 151 13 28 33 34 27 16

Page 12 © The Bayer Center for Nonprofit Management & Nonprofit Compensation Associates



Participant Overview

Fiscal Year Calendar and Budget Size
Participating organizations report fiscal year calendars as follows:

Month Beginning Fiscal Year ;I'fog:lgt $Uz%(§°K $2?3 « $7tiOK $t2°M $t50|vI gl‘;el\;
$750K | $2M $5M $15M
January 49 11 12 15 9 2
June 5 0 2 2 1 0
July 88 2 10 16 21 24 15
September 0 1 0 1 0 0
October 5 0 1 0 2 1
Other 0 2 0 0 0 0
Total | 151 13 28 33 34 27 16
Workforce by Sex of Employee and Budget Size
Participating organizations report male and female employees as follows:
Sex of Employee Tog;l i $Uz%(§°K $2?3 « $7tiOK $t2°M $t50|vI gl‘;el\;
Emps $750K $2M $5M $15M
Male Employees | 3,043 9 43 109 530 544 1,808
Female Employees | 8,827 41 119 311 1,669 2,042 4,645
Total | 11,870 50 162 420 2,199 2,586 6,453
Female Employees as % of Total 74% 82% 73% 74% 76% 79% 72%

Workforce by Race of Employee and Budget Size

Participating organizations report race of employees as follows:

Race of Employee Tog;l i $Uz%(§°K $2?3 « $7tiOK $t2°M $t50|vI gl‘;el\;
Emps $750K $2M $5M $15M

American Indian/Alaska Native 9 0 0 0 1 2 6

Asian 174 0 0 1 117 15 41

Black or African American 2,207 0 14 63 477 473 1,180

Hispanic/Latino 75 1 1 4 17 10 42

Native Hawaiian/Other Pacific Islander 45 0 0 18 1 17 9

White | 8,480 47 129 324 1,479 2,047 4,454

Mixed Race 90 2 2 1 16 9 60

Other Racial Identity 48 0 6 1 27 12 2

Total | 11,128 50 152 412 2,135 2,585 5,794
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Participant Overview

Turnover Rates

This year, we asked for basic information about the number of positions in which an existing
employee had left and been replaced by a new employee during the past year, resulting in an
overall rate (voluntary and involuntary combined) of 19% for full-time employees and 26% for
part-time employees. The table and chart below show the percentage rate of turnover, based on
the size of the organization:

Employee Size Groups Full-Time Turnover Part-Time Turnover
Voluntary Involuntary Voluntary Involuntary
From 1 to 5 employees 11% 4% 11% 0%
From 6 to 20 employees 1% 2% 23% 2%
From 21 to 50 employees 14% 2% 19% 2%
From 51 to 100 employees 11% 3% 18% 5%
Over 100 employees 15% 4% 22% 6%
Overall Percentage Turnover 15% 4% 21% 5%
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III. COMPENSATION & BENEFITS PRACTICES

Compensation Practices

Salary Increase Budgets for Current Fiscal Year
The median salary increase budget for the current fiscal year is 3.0%, as detailed in the
following table:

Salary Increase Budgets for Current Fiscal Year
# of Organizations Responding 151
# Organizations Responding with 0.0% 31
# Organizations Responding With an Increase Budget 120
All Organizations - 25th Percentile 2.00%
All Organizations - Median 3.00%
All Organizations - 75th Percentile 3.00%
Average (Including those reporting 0.00%) 2.37%
Average (Excluding those reporting 0.00%) 2.98%

Salary Increase Practices: Past 12 Months and Next 12 Months
Participants were asked for details about four types of salary increases, both over the past
twelve months and projected for the coming twelve months:

% of % of
Organizations Average Organlz_atlons Average
Salary Increase Practice N increase R LU increase
increase in iven give increase expected
previous 12 9 in next 12 P
months months

Merit/Performance 44% 3.20% 47% 3.01%
Across the Board 28% 3.14% 24% 2.73%
Cost of Living 16% 2.62% 18% 2.41%
insufficient insufficient

Length of Service 1% data 3% data

Note: Some organizations report more than one type of salary increase practice.
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Compensation & Benefits Practices

Salary Grades and Ranges
Slightly fewer than half of survey respondents indicate that they use salary grades or ranges in
their organizations.

Grades & Ranges # of Organizations % of Orgs
Use grades and ranges 69 46%
Do not use grades and ranges 82 54%
# Organizations Responding 151

Incentive Pay or Bonuses

Of the 151 respondents, 41% indicate they provide the Executive Director with some type of
incentive or bonus opportunity. Between 20% and 29% of nonprofits provide bonus
opportunities for some other staff members, as follows:

Employee Group — Bonus Eligible # of Organizations % of Orgs
Executive Director 62 41%
Associate Director 30 20%
Development Director 31 21%
Department Heads 44 29%
Support and Administrative Staff 46 29%

Note that the existence of incentive or bonus plans does not necessarily mean employees in
those plans were paid bonuses. Actual payments are detailed in the Compensation by Position

pages.

On-Call Practices
Fifty-two respondents (34% of the 151 survey respondents) indicate they have some type of on-
call pay practice:

On-Call Pay Practices # of Organizations % of Orgs
Pay for hours worked (including overtime) 12 8%
Pay a flat rate for being on call 15 10%
Provide compensatory time off or flex-time 11 7%
Do not pay or provide time off (exempt staff) 5 3%
Pay a show-up rate and hourly pay for time worked 3 2%
Other 6 4%
Total Responses 52 34%
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Compensation & Benefits Practices

Practices for Dealing with Extensive Overtime by Exempt Staff

When dealing with overtime by exempt staff, 28% of organizations surveyed report that they
have no formal policy. The practice of providing compensatory time-off is 36%. (Note that the
Wage and Hour laws do not mandate overtime pay for exempt staff.) Twenty-seven percent
(27%) of respondents indicate that they do not compensate exempt staff for overtime.

Practice # of Responses % of Orgs
No formal policy 42 28%
Provide compensatory time off 54 36%
Pay straight time 2 1%
Pay overtime rates 8 5%
Do not compensate for extensive overtime 41 27%
Other 4 3%
# Organizations Responding 151

Compensatory Time Off
Forty-three nonprofits (28%) offer employees the option of taking compensatory instead of pay
for overtime hours worked.

Evening/Night Shift Differentials

Of the 56 nonprofits that indicate they have an evening and/or night shift, the majority indicate
that they do not pay any special rates beyond regular hourly pay and overtime, if applicable.
Twenty percent (20%) report additional pay for evening or night shifts report additional hourly
wages of $0.25 to $1.50 per hour, depending on the position and the schedule.

Employee Eligibility for Public Assistance

When asked whether any of their full-time employees were eligible for public assistance
benefits, 15% of surveyed organizations reported that at least some of their full-time employees
were eligible. On average, these organizations report an average of 10% and a median of 7% of
their full-time employees as eligible for public assistance benefits.

Considering the full-time workforce of all survey participants, the employees identified as
eligible for public assistance benefits represent approximately 2% of all full-time employees.
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Compensation & Benefits Practices

Employment Practices

Introductory Period

The 118 nonprofits with an introductory period report an average of 3.92 months. The most

common responses were 3 months and 6 months.

Length of Introductory Period # of Organizations | % of Orgs
None 33 22%
Less than two months 2 1%
Two months 5 3%
Three months 75 50%
Four months 1 1%
Six months 33 22%
Twelve months 2 1%
# Organizations responding 151

Of those organizations that report an introductory period, 40% indicate that employees are
eligible for paid-time off benefits and 56% indicate that employees are eligible for insurance

benefits during the introductory period.

Performance Reviews

The vast majority of organizations review staff on an annual basis.

Performance Review Period # of Responses % of Orgs
Do not review 2 1%
Every six months 11 7%
Annually 126 83%
No set schedule 12 8%
Total responses 151

Premium for Bilingual Skills

As only two organizations responding to this survey reported paying a premium for bilingual

skills, there is not sufficient data to report.
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Compensation & Benefits Practices

Union Contracts
Only six organizations (4%) report union contracts for one or more of their positions. Among
these organizations, the types of positions with union contracts include both professional and
non-exempt positions. Examples of jobs represented by unions in this survey include:

* Accounting clerks, office clerks
* Actors

e Cooks, dietary specialists

* Direct care workers such as caseworkers, clinic specialists, peer counselors, nurses
* Dirivers, housekeepers
* Early childhood teachers and assistant teachers

* Information technology workers such as desktop support specialists, database
administrators, server administrators

* Intake specialists, care managers
* Retail store clerks

Professional Development Classes

Of the organizations polled, ninety-one percent (93%) indicate they pay for professional
development classes for their employees when funding allows. Just 7% do not pay for such

classes.

Professional Conferences

The great majority of responding organizations (93%) indicate that they pay for attendance at
professional conferences when funding allows. Only 7% of organizations indicate that they do
not pay for conferences.

Professional Organizations
Of the organizations polled, 74% indicate that they pay for professional memberships, assuming
funds are available. The remaining 26 % do not pay for any professional memberships.

Employee Assistance Program (EAP)
An Employee Assistance Program (EAP) is a confidential service paid for by the employer to
provide counseling for a variety of problems that may impact job performance, such as
substance abuse, family conflicts, health issues, financial and legal concerns. Among survey
participants, 41% offer this type of benefit to employees. The remaining 59% do not offer an

EAP benefit.

Full-Time Workweek by Budget Size

Almost two-thirds of organizations have a 40-hour full-time workweek. Organizations with a
workweek of fewer than 35 hours tend to be among the smallest in the survey sample.

Full-Time G Up to $25(t)c,)001 $75:)°,001 $2 Ntllllion $5 Ntllllion ngr_
Work Week $250,000 | g750,000 | $2Million | $5Million | $15 Million | ¥15 Million
40 hours 62% 46% 68% 67% 70% 48% 56%
37.5 hours 20% 31% 18% 15% 15% 30% 25%
35 hours 14% 8% 14% 12% 12% 18% 19%
Other 4% 15% 0% 6% 3% 4% 0%
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Compensation & Benefits Practices

Time-Off Practices
The primary methods reported for providing time-off benefits to employees are:

* Separate vacation, sick leave and holiday benefits: 86 organizations (57%) are reported
e Paid time off (PTO): 62 organizations (41%) are reported

In addition, 3 respondents (2%) report different time-off policies for their staff, including no
formal time-off policies.

Of the respondents who have part-time employees, 60% indicate that their part-time employees
are eligible for paid time off benefits and 40% do not offer these benefits to part-time employees.
When offered, these benefits are virtually always pro-rated according to employees” work
schedules. Of the organizations that do offer paid time off to part-time employees, 78% require
the part-time employee to work a minimum number of hours per week to be eligible. On
average, this minimum is 21 hours per week. The remaining 22% offer paid time off benefits to
part-time employees regardless of the number of hours they work each week.

Separate Vacation, Sick Leave, and Holidays—AlIll Employees Receiving the Same Benefit
The survey results show that 71 survey participants (47%) provide the same benefit to both
exempt and nonexempt staff, AND accrue vacation, holiday, and sick leave separately:

YeaéIL?tSe‘::vice Vals::;ison Sick Leave Holiday PeDr:)c;gal Total Days
First Year 9.8 10.5 9.6 2.0 31.9
Second Year 11.6 10.5 9.6 20 33.7
Third Year 13.1 10.5 9.6 2.0 35.2
Fourth Year 13.7 10.5 9.6 2.0 35.8
Fifth Year 15.7 10.5 9.6 2.0 37.8
Sixth to Ninth Years 17.4 10.5 9.6 2.0 39.5
Tenth Year 19.3 10.5 9.6 2.0 41.4
Eleventh Year + 20.5 10.5 9.6 20 42.6
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Compensation & Benefits Practices

Separate Vacation, Sick Leave, and Holidays—Exempt and Non-Exempt Staff Receiving

Different Benefits

The survey results show that 15 survey participants (10%) provide different benefits to exempt
and non-exempt staff, AND accrue vacation, holiday, and sick leave separately, as detailed in
the following two tables:

Exempt Staff

Vacation

Personal

Years of Service Days Sick Leave Holiday Days Total Days
First Year 14.6 10.6 10.9 1.9 38.0
Second Year 16.1 10.6 10.9 1.9 39.5
Third Year 17.3 10.6 10.9 1.9 40.7
Fourth Year 17.4 10.6 10.9 1.9 40.8
Fifth Year 18.8 10.6 10.9 1.9 42.2
Sixth to Ninth Years 19.6 10.6 10.9 1.9 43.0
Tenth Year 20.4 10.6 10.9 1.9 43.8
Eleventh Year + 20.7 10.6 10.9 1.9 441
NYC:;}ESX;EFS':::::E Vas::;ison Sick Leave Holiday PeDr:)c;gal Total Days
First Year 8.8 10.6 10.9 1.9 32.2
Second Year 10.3 10.6 10.9 1.9 33.7
Third Year 10.8 10.6 10.9 1.9 34.2
Fourth Year 11.2 10.6 10.9 1.9 34.6
Fifth Year 12.9 10.6 10.9 1.9 36.3
Sixth to Ninth Years 14.7 10.6 10.9 1.9 38.1
Tenth Year 15.6 10.6 10.9 1.9 39.0
Eleventh Year + 16.8 10.6 10.9 1.9 40.2
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Compensation & Benefits Practices

Paid Time-Off (PTO) Policies—All Employees Receiving the Same Benefit
Fifty-three survey respondents (35%) provide PTO benefits that combine vacation and sick
leave, with all employees receiving the same benefits:

Yeaélzftsa‘::vice Holidays Paido'lf';me- Total Days
First Year 10.1 15.7 25.8
Second Year 10.1 17.9 28.0
Third Year 10.1 19.3 29.4
Fourth Year 10.1 20.0 30.1
Fifth Year 10.1 21.9 32.0
Sixth to Ninth Years 10.1 241 342
Tenth Year 10.1 26.5 36.6
Eleventh Year + 10.1 27.8 37.9

Paid Time-Off (PTO) Policies— Exempt and Non-Exempt Staff Receiving

Different Benefits

Nine survey respondents (6%) provide PTO benefits that combine vacation and sick leave, with
exempt and non-exempt staff receiving different benefits, as shown in the two tables below:

Yfa)zn;?tsitr?lﬁ:e Holidays Paido'lf';me- Total Days
First Year 8.4 201 28.5
Second Year 8.4 21.4 29.8
Third Year 8.4 22.0 30.4
Fourth Year 8.4 22.9 31.3
Fifth Year 8.4 25.0 334
Sixth to Ninth Years 8.4 26.6 35.0
Tenth Year 8.4 29.8 38.2
Eleventh Year + 8.4 31.9 40.3
NYC:;}ESX;EFS':::::E Holidays Paido'lf';me- Total Days
First Year 8.4 14.5 22.9
Second Year 8.4 15.6 24.0
Third Year 8.4 16.8 25.2
Fourth Year 8.4 17.6 26.0
Fifth Year 8.4 20.0 28.4
Sixth to Ninth Years 8.4 22.0 30.4
Tenth Year 8.4 25.5 33.9
Eleventh Year + 8.4 26.9 35.3
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Compensation & Benefits Practices

Other Paid Time Off

Organizations are most likely to provide other paid time off for bereavement and jury service.
Close to half also provide paid time off for military service, family illness, and

maternity/ paternity. Organizations are much less likely to provide paid time off for job-related
education/training or volunteer service.

Type of Paid Time Off # of Organizations % of Orgs
Bereavement 131 87%
Jury service 129 85%
Military service 74 49%
Family illness 71 47%
Maternity/paternity 68 45%
Job-related education/training 28 19%
Volunteer service 7 5%
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Compensation & Benefits Practices

Insurance and Retirement Benefits

Insurance Coverage Offered

The great majority of survey participants (93%) offer some type of medical insurance to their
employees, at an average cost of $670 per employee per month. This includes 7% of surveyed
organizations that pay employees a cash stipend to purchase their own insurance.

Many respondents offer more than one type of medical insurance and a variety of other
insurance benefits, as detailed below. Note that these tables include organizations that offer
insurance through a flexible benefit plan, as well as through a traditional insurance plan.

*Types of Medical Insurance Offered # of Organizations | % of Orgs
Health Maintenance Organization (HMO) 21 14%
Preferred Provider Organization (PPO) 120 79%
Monthly stipend paid directly to employees 11 7%
Do not provide medical insurance 11 7%
**Total Organizations Responding 151

*These numbers include organizations offering flexible benefit plans as well as traditional plans.
**Some organizations offer more than one type of plan.

*Other Types of Insurance Offered # of Organizations | % of Orgs
Dental Care Insurance 125 83%
Vision Care Insurance 121 80%
Life Insurance 112 74%
Short-Term Disability Insurance 97 64%
Long-Term Disability Insurance 106 70%
Long-Term Care Insurance 54 36%
Do not provide other types of insurance 14 9%
*Total Organizations Responding 151

*These numbers include organizations offering flexible benefit plans as well as traditional plans.
**Many organizations offer more than one type of plan.

The Employer Contribution tables on pages 26 through 31 detail the percentage of health-care
premiums paid by employers who offer traditional plans rather than cafeteria or flexible benefit
plans. Use these tables as a guide if you offer your employees a designated set of group health-
care benefits. On page 31, see information about Section 125 plans, including flexible benefit (or
“cafeteria”) plans.
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Compensation & Benefits Practices

Waiting Period for New Employees
Survey participants were asked to specify the waiting period before coverage begins for new

employees.
Waiting Period for New Employees # of Organizations | % of Orgs
No waiting period (coverage begins immediately) 30 23%
up to 1 month 52 40%
up to 2 months 15 12%
up to 3 months 31 24%
6 months 1 1%
Total Organizations Responding 129

Domestic Partner Benefits

Sixty-one percent (61%) of respondents offer medical insurance coverage to domestic partners
of employees. This includes 39% of respondents that pay all or some of the premium for
domestic partners, and 22% of respondents that do not pay any of the premium. The remaining
thirty-nine percent (39%) do not offer any medical coverage to domestic partners.

Part-Time Employee Benefits
Of the respondents who have part-time employees, 66% provide insurance benefits only to full-
time employees.

Thirty-three percent (33%) offer medical insurance benefits to part-time employees who
maintain a minimum weekly work schedule. This includes 18% percent offering full benefits to
qualifying part-time employees, who must work an average of 26 hours per week to be eligible.
The other 15% provide pro-rated benefits to qualifying part-time employees, who must work an
average of 23 hours per week to be eligible.

Just 1% of respondents offer insurance coverage to part-time employees regardless of their work
schedules, providing pro-rated insurance benefits for part-time employees based on work
schedules.

Special Insurance-Related Accounts

In an HRA (Health Reimbursement Arrangement) the employer contributes a certain amount
per employee per year for health care expenses. This money may be rolled from one year to the
next but may not be portable if an employee leaves his or her job. Nineteen organizations in this
survey’s sample (13%) offer an HRA to employees, reporting annual contributions ranging from
$250 to $2600 with a median of $750.

An HSA (Health Savings Account) allows the employee and/or employer to make pre-tax
contributions that are used by the employee for future medical or long-term care premium
expenses. These accounts are used in conjunction with a high-deductible health insurance
policy. The funds can roll over from year to year and the account is portable. Twenty-two
organizations (15%) offer health insurance policies that are compatible with Health Savings
Accounts, reporting annual contributions ranging from $250 to $3000 with a median of $950.
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Compensation & Benefits Practices

Employer Contribution—HMO Insurance (Traditional Plans)

The following tables show the average payment of premiums by employers for both employees
and their dependents for medical insurance through a Health Maintenance Organization
(HMO) plan. Results show that all respondents who offer HMO coverage pay at least 50% of
the cost for the employee, and 33% pay the entire cost. Note that the information in these tables
does not include organizations that offer HMO coverage through a flexible benefit plan.

HMOEE"':?;;Z?ZI;I’??: ithl’lult?::rance # of Organizations | % of Orgs

Pay 100% of premium 6 33%

Pay 90 to 99% of premium 4 22%

Pay 80 to 89% of premium 7 39%

Pay 70 to 79% of premium 1 6%

Pay 60 to 69% of premium 0 0%

Pay 50 to 59% of premium 0 0%

Pay from 1 to 49% of premium 0 0%

Do not pay any of the premium 0 0%

Total Offering HMO 18

Thirty-two percent (32%) of respondents pay at least 50% of the cost of HMO coverage for the
employee’s dependents.

HMO_EDn?SEI;i?'né:ni?iILZ tlir:)snurance # of Organizations | % of Orgs

Pay 100% of premium 2 11%

Pay 90 to 99% of premium 2 11%

Pay 80 to 89% of premium 1 6%

Pay 70 to 79% of premium 1 6%

Pay 60 to 69% of premium 0 0%

Pay 50 to 59% of premium 0 0%

Pay from 1 to 49% of premium 2 11%

Do not pay any of the premium 10 56%

Total Offering HMO 18

Co-payments for HMO plans range from $10 to $50, with a median of $20. Median deductibles,
when applicable, are $500 for a single employee and $1000 for family coverage.

Page 26 © The Bayer Center for Nonprofit Management & Nonprofit Compensation Associates



Compensation & Benefits Practices

Employer Contribution—PPO Insurance (Traditional Plans)
The following tables show the average payment of premiums by employers for both employees
and their dependents for medical insurance through a Preferred Provider (PPO) plan. Results
show that all respondents who offer PPO coverage pay at least 50% of the cost for the employee,

and 31%pay the entire cost. Note that the information in these tables does not include

organizations that offer PPO coverage through a flexible benefit plan.

PPO—Employee Health Insurance

Employer Contribution # of Organizations | % of Orgs

Pay 100% of premium 34 31%

Pay 90 to 99% of premium 22 20%

Pay 80 to 89% of premium 34 31%

Pay 70 to 79% of premium 12 11%

Pay 60 to 69% of premium 4%

Pay 50 to 59% of premium 2%

Pay from 1 to 49% of premium 0%

Do not pay any of the premium 0 0%

Total Offering PPO 108

Fifty-three percent (53%) of respondents pay at least 50% of the cost of PPO coverage for the

employee’s dependents.

PPO—Dependent Health Insurance

Bl G e # of Organizations | % of Orgs

Pay 100% of premium 5 5%

Pay 90 to 99% of premium 7 6%

Pay 80 to 89% of premium 19 18%

Pay 70 to 79% of premium 11 10%

Pay 60 to 69% of premium 5 5%

Pay 50 to 59% of premium 10 9%

Pay from 1 to 49% of premium 3 3%

Do not pay any of the premium 48 44%

Total Offering PPO 108

Co-payments for PPO plans ranged from $10 to $60, with a median of $20. Median deductibles,

when applicable, are $1000 for a single employee and $2000 for family coverage.
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Compensation & Benefits Practices

Employer Contribution—Dental Care (Traditional Plans)

The following tables show the average payment of premiums by employers for both employees
and their dependents for dental insurance. Eighty-two percent (82%) of survey participants that
offer dental insurance pay at least 50% of the premiums for the employee, and 47% pay the entire
cost. Note that the information in these tables does not include organizations that offer dental
coverage through a flexible benefit plan.

E::g:g;’:f (I:D:r:]ttr?tl)l?t?cr; # of Organizations | % of Orgs

Pay 100% of premium 53 47%

Pay 90 to 99% of premium 8 7%

Pay 80 to 89% of premium 15 13%

Pay 70 to 79% of premium 6 5%

Pay 60 to 69% of premium 4 4%

Pay 50 to 59% of premium 6 5%

Pay from 1 to 49% of premium 1 1%

Do not pay any of the premium 19 17%

Total Offering Dental Care 112

Forty-three percent (43%) of respondents pay at least 50% of the cost of dental care for the
employee’s dependents.

gzp:lgt;(:?t(:?:\:rtﬁ:uciii:: # of Organizations | % of Orgs

Pay 100% of premium 13 12%

Pay 90 to 99% of premium 2 2%

Pay 80 to 89% of premium 9 8%

Pay 70 to 79% of premium 7 6%

Pay 60 to 69% of premium 2 2%

Pay 50 to 59% of premium 15 13%

Pay from 1 to 49% of premium 4 4%

Do not pay any of the premium 60 54%

Total Offering Dental Care 112

Page 28 © The Bayer Center for Nonprofit Management & Nonprofit Compensation Associates



Compensation & Benefits Practices

Employer Contribution—Vision Care (Traditional Plans)

The following tables show the average payment of premiums by employers for both employees
and their dependents for vision insurance. Seventy-nine percent (79%) of survey participants
that offer vision insurance pay at least 50% of the premiums for the employee, and 50% pay the
entire cost. Note that the information in these tables does not include vision coverage offered
through a flexible benefit plan.

EEnTppIIcc:;I:f (;Ici;itcr)il:)t?t?cr)i # of Organizations | % of Orgs

Pay 100% of premium 54 50%

Pay 90 to 99% of premium 6 6%

Pay 80 to 89% of premium 14 13%

Pay 70 to 79% of premium 5 5%

Pay 60 to 69% of premium 2 2%

Pay 50 to 59% of premium 5 5%

Pay from 1 to 49% of premium 2 2%

Do not pay any of the premium 21 19%

Total Offering Vision Care 109

Forty percent (40%) of respondents pay at least 50% of the cost of vision care for the employee’s
dependents.

g;psggzpz\éi::zglﬁﬁ: # of Organizations | % of Orgs

Pay 100% of premium 16 15%

Pay 90 to 99% of premium 2 2%

Pay 80 to 89% of premium 9 8%

Pay 70 to 79% of premium 4 4%

Pay 60 to 69% of premium 2 2%

Pay 50 to 59% of premium 11 10%

Pay from 1 to 49% of premium 4 4%

Do not pay any of the premium 61 56%

Total Offering Vision Care 109

2015 Wage and Benefit Survey of Southwestern Pennsylvania Nonprofit Organizations Page 29



Compensation & Benefits Practices

Employer Contribution—Life Insurance Benefits (Traditional Plans)

Eighty-nine percent (89%) of respondents that provide life insurance for their staff pay the
entire premium for their employees. Note that the information in this table does not include
organizations that offer life insurance through a flexible benefit plan.

Egln?L?g;:rL(i:f:nltl: is:l:ggﬁe # of Organizations % of Orgs
Pay 100% of premium 9 89%
Pay 50 to 99% of premium 0 0%
Pay 1 to 49% of premium 0 0%
Do not pay premium for employee 11 11%
Total Offering Life Insurance 102

Employer Contribution—Short-Term Disability (STD) (Traditional Plans)
Seventy-one percent (71%) of respondents that provide short-term disability insurance for their
staff pay the entire premium for their employees. Note that the information in this table does
not include organizations that offer short-term disability coverage through a flexible benefit
plan.

Emp:;%:%?{g?gg:;?;ﬂ;ibmty # of Organizations % of Orgs
Pay 100% of premium 63 71%
Pay 50 to 99% of premium 0 0%
Pay 1 to 49% of premium 1 1%
Do not pay premium for employee 25 28%
Total Offering Short Term Disability 89

Employer Contribution—Long-Term Disability (LTD) (Traditional Plans)
Eighty-two percent (82%) of respondents that provide long-term disability insurance for their
staff pay the entire premium for their employees. Note that the information in this table does
not include organizations that offer long-term disability coverage through a flexible benefit
plan.

Empéonx:fol;:p%-:::m)l?tiisoibiIity # of Organizations % of Orgs
Pay 100% of premium 80 82%
Pay 50 to 99% of premium 1 1%
Pay 1 to 49% of premium 0 0%
Do not pay premium for employee 17 17%
Total Offering Long Term Disability 98

Page 30 © The Bayer Center for Nonprofit Management & Nonprofit Compensation Associates



Compensation & Benefits Practices

Employer Contribution—Long-Term Care (Traditional Plans)

Nineteen percent (19%) of respondents that provide long-term care insurance for their staff pay
the entire premium for their employees. Note that the information in this table does not include
organizations that offer long-term care coverage through a flexible benefit plan.

Enéﬁ:g}/:;el;%nog';;?;umﬁg:re # of Organizations % of Orgs
Pay 100% of premium 10 19%
Pay 50 to 99% of premium 0 0%
Pay 1 to 49% of premium 0 0%
Do not pay premium for employee 42 81%
Total Offering Long Term Care 52

Section 125 Plans

Section 125 plans use pre-tax dollars to pay for employee benefits. The most comprehensive
type of Section 125 plans reported in this survey is the flexible benefits plan (or “cafeteria
plan”), in which employers provide a certain dollar allotment per employee and employees
choose their benefits from a list, paying the difference if their chosen benefits cost more than the
allotment.

Thirteen survey participants (9% of the total sample) offer employees a choice of benefits
through a flexible benefit plan .The plans offered as a part of these programs follow:

Type of Insurance Offered # of Organizations | % of Orgs

Health Maintenance Organization (HMO) 3 23%

Preferred Provider Organization (PPO) 12 92%

Dental Care Insurance 13 100%

Vision Care Insurance 12 92%

Life Insurance 10 77%

Short-Term Care Insurance 8 62%

Long-Term Disability Insurance 8 62%

Long-Term Care Insurance 2 15%

Any Organization-Sponsored Retirement Plan 8 62%
Total Offering a Flexible Benefit Plan 13

Other types of Section 125 plans include:

e Premium-Only Plan, which is a simplified version of the cafeteria plan. Thirty-nine percent
(39%) of surveyed organizations administer their insurance benefits through a premium-
only plan.

* Flexible Spending Account (FSA), in which pre-tax dollars are set aside by employees for
their health care (Health Care Spending Account or HCSA) or dependent care (Dependent
Care Spending Account or DCSA). These accounts are almost exclusively funded by
employee contributions. Twenty-one percent (21%) of surveyed organizations offer an
HCSA to employees. These organizations report the maximum amount an employee can
allocate to the HCSA ranging from $500 to $5000, and with a median of $2500. Twenty
percent (20%) of surveyed organizations offer a DCSA to employees.
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Compensation & Benefits Practices

Retirement Benefits
Seventy-nine percent (79%) of survey participants indicate they offer some type of retirement
benefit to their employees. The types of plans offered are detailed below:

Type of Plan Offered # of Responses % of Orgs
Tax Sheltered Annuity: 401(k), 403(b) 97 64%
Other Defined Contribution Plan 10 7%
IRA/SEP-IRA 17 11%
Defined Benefit Plan 7 5%
Do not offer retirement benefits 31 21%
*Total Organizations Responding 151

*Some organizations offer more than one type of plan.

Retirement Benefits—Funding

Of those 120 organizations that offer some type of retirement benefit, 81% offer plans that share
responsibility for funding with their staff. Seven percent (8%) offer plans funded solely by the
employee.

Funding of Retirement Plans* # of Responses % of Orgs
Employee contribution only 9 8%
Organization contribution only 14 12%
Organization contributes/employee may contribute 42 35%
If employee contributes, organization contributes 55 46%
Total Organizations Responding 120

*If organization has more than one type of plan, response is based on plan with higher level of contribution from the
organization.

Retirement Benefits—Contributions

Organizations that contribute to employees’ retirement plans were asked to describe that
contribution, and 90% indicated that they contribute some percentage of each employee’s
annual salary, generally the same percentage for all employees. If the percentage increases with
an employee’s length of service, organizations entered the highest percentage, or cap, of an
employee’s salary that would be contributed. The range of all percent of salary responses is
from 1% to 16%, with an average response of 4.6% and a median response of 4%.

Vesting Period

Organizations that contribute to retirement plans were asked about the vesting period for that
benefit. Thirty percent of organizations have no vesting period. Vesting periods given by the
other 70% of organizations ranged from 6 months to 8 years, with a median of 3 years.
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Compensation & Benefits Practices

Projected Retirement Among Current Employees

Surveyed organizations were asked to project how many of their full-time employees were
likely to retire within the next five years and also within the next ten years. Overall, participants
anticipate that 6% of the entire sample’s current full-time workforce is likely to retire within the
next five years. Ten percent of the entire full-time workforce is expected to retire within the next

ten years.
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Compensation & Benefits Practices

Executive Director/CEO Profile

Employment Contract

Only 15% of the Executive Directors in this Survey have an employment contract:

Employment Contract # of Organizations % of Orgs
Executive Director has contract 21 15%
Executive Director does not have contract 117 85%
Gender and Compensation
Well over half of Executive Directors in the sample are female:
Executive Director Gender # of Organizations % of Orgs
Male Executive Director/CEO 50 36%
Female Executive Director/CEO 88 64%

On average, male Executive Directors earn significantly higher pay than do females. The
average annual base pay for all Executive Directors in the sample is $113,683; for men, the
average Executive Director pay is $135,170 per year; for women, the average Executive Director
pay is $101,475 per year. While a majority (64%) of all Executive Directors in the sample are
women, a relatively greater number of men are found in the Executive Director positions of the
largest organizations, which tend to pay higher wages. The pattern described here is similar,

overall, to the results reported in the 2012 survey report. The following chart illustrates

Executive Director pay for men and women according to organizations” annual operating

budgets:

Annual Operating Budget % Male AveraNgI]:IeSsalary, % Female Ave;z?:a?:slary, ';frf;:::;:;

Up to $250,000 27% $73,972 73% $51,529 70%

$250,001 - $750,000 27% $83,025 73% $72,425 87%

$750,001 - $2,000,000 39% $99,994 61% $88,208 88%

$2,000,001 - $5,000,000 36% $133,165 64% $111,925 84%

$5,000,001 - $15,000,000 33% $181,379 67% $135,927 75%

Over $15,000,000 62% $213,309 38% $188,057 88%

All Responses 36% $135,170 64% $101,475 75%

Education and Compensation
Sixty-two percent (62%) of the Executive Directors in our Survey hold Master’s Degrees or

Doctorates. As indicated below, salaries generally increase with the level of education.

Level of Education # of Incumbents Average Salary
High School/Some College 5 $61,813
Bachelor’'s Degree 48 $118,924
Master’s Degree 70 $109,556
Doctorate 15 $133,467
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Compensation & Benefits Practices

Time in Position and Compensation
The table below illustrates the average salaries of Executive Directors/Chief Executive Officers
in terms of how long they have been in their current position.

Years in Current Job # of Incumbents | Average Salary

Less than one year 12 $79,014

1.0 to 1.9 years 6 $180,732

2.0 to 2.9 years 9 $77,348

3.0to 4.9 years 22 $103,856

5.0 to 6.9 years 13 $85,533

7.0 t0 9.9 years 20 $104,097

10.0 years and over 56 $133,588
Average of 9.08 years 138 $113,683

On average, those individuals in Executive Director/Chief Executive positions have been in
their jobs for 10.1 years. As shown in the table above, there is not as clear a correlation in pay for
Executive Directors based upon time in the job as there is based on other factors (for example,
budget, numbers of employees, education).

Additional Perquisites and Benefits Provided to the Executive Director

The following benefits were reported for the Executive Director/Chief Executive Officer
position. Typically, these are provided only to the Executive Director. Cell phones are the most
common benefit, at 53%, followed by travel/conferences at 43% and a laptop computer for
home use at 40%.

Benefit or Perquisite # Reported % of Organizations
Cell phone 73 53%
Travel/Conferences 59 43%
Laptop Computer 55 40%
Additional Vacation 33 24%
Car or Car Allowance 18 13%
Additional Contribution to Life Insurance 15 11%
Additional Contribution to Health Insurance 13 9%
Additional Contribution to Retirement Benefits 12 9%
Club Memberships 9 7%
Housing or Housing Allowance 4 3%
# Organizations Responding 138
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Compensation & Benefits Practices

Succession and Transition Planning

Twenty-four percent (24%) of surveyed organizations have a completed and updated
emergency succession plan in place for the Executive Director/CEO position.

Twenty-four percent (24%) of surveyed organizations have a formal, non-emergency transition
plan in place for the Executive Director/CEO position.

Among all surveyed organizations, twenty-one percent (21%) expect to have a transition in the
Executive Director/ CEO position during the next three years.
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IV. COMPENSATION BY POSITION

This section details the compensation (base pay and total compensation) for individual job titles
according to several variables, including budget size, location, field of service, primary source
of funding, total number of employees, education level required by position, employee’s sex,
employee’s race, number of years in the current position, and managerial responsibility.
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005 Executive Director/Chief Executive Officer

Responsible to the Board of Directors for management of the entire nonprofit organization including fundraising/development, human resources,
strategic planning, programs, finance and communications. Represents organization to government agencies, community and the public.

Other sample job titles: Head of School, Managing Director, President
Annual Cash Compensation

Number of  Number of 10th 25th Median 75th 90th Averade
Organizations Employees %ile %ile (50%) %ile %ile 9
Salary and Incentives - All Organizations:
Base Salary - All Employees 138 138 $52,449 $74,793 $100,891 $137,493 $175,015 $113,683
# Eligible for Incentive/Bonus 70 70
Actual Bonus Paid 42 42 325 1,000 2,795 7,650 14,100 5,883
Total Cash Compensation (Base + Bonus) 138 138 52,500 75,004 101,764 139,828 179,452 115,474
Annual Base Salary
By Budget Size:
Up to $250,000 11 11 50,149 57,650
$250,001 - $750,000 26 26 45,749 56,617 72,010 89,409 109,493 75,279
$750,001 - $2,000,000 31 31 63,207 75,982 90,002 107,432 119,995 92,771
$2,000,001 - $5,000,000 33 33 78,175 89,970 104,998 150,000 187,238 119,649
$5,000,001 - $15,000,000 24 24 97,646 109,101 139,183 167,929 197,964 151,078
Over $15,000,000 13 13 119,846 142,335 174,928 233,189 405,113 203,597
By Geographic Location:
Allegheny County 107 107 64,517 79,997 104,998 148,262 180,065 117,957
Outside of Allegheny County 31 31 41,213 59,030 85,488 115,107 165,485 98,931
By Field of Service:
Basic Material Need 13 13 58,431 75,015 94,994 128,981 165,477 101,637
Counseling - Behavioral Health & Wellness 7 7 117,250 109,592
Culture/Arts 18 18 38,299 49,494 81,900 110,713 155,198 85,930
Economic/Neighborhood Development 10 10 100,339 98,970
Education and Child Care Services 10 10 119,413 120,255
Employment & Economic Opportunity 6 6 86,996 95,344
Environment/Animal Welfare 6 6 94,994 105,040
Family Support and Preservation 7 7 98,010 117,639
Foundation/Philanthropy 11 11 104,291 138,050
Health and Health Education 14 14 36,546 64,434 105,997 155,376 185,911 106,532
Social Support 27 27 72,006 82,514 107,099 169,354 246,630 139,181
By Primary Source of Funding:
Contributions from individuals 25 25 36,196 68,292 91,790 104,645 182,108 105,684
Contributions from foundations or trusts 24 24 56,607 71,245 95,358 127,593 155,002 100,254
Government 56 56 59,403 80,309 107,047 145,792 188,689 123,221
Program services fee 19 19 52,000 72,010 100,610 166,504 175,802 115,538
Revenue from sales, investments, etc. 9 9 117,499 118,103
By Number of Employees:
1-5 28 28 41,340 58,495 73,505 94,885 118,369 77,044
6-20 38 38 49,056 64,397 85,405 107,983 134,566 88,532
21-50 25 25 67,121 80,496 101,920 144,997 175,744 120,205
51-100 20 20 76,621 97,901 105,997 168,686 203,253 130,343
More than 100 27 27 105,165 123,739 150,010 183,310 248,926 168,698
By Level of Education Required:
Bachelor's Degree 61 61 50,453 75,491 102,336 136,313 175,627 114,332
Master's Degree 53 53 61,526 77,501 98,010 126,288 152,539 106,571
By Sex of Employee:
Male 50 50 65,100 99,206 113,277 154,003 229,171 135,170
Female 88 88 52,000 71,245 91,426 125,638 166,912 101,475
By Race/Ethnicity of Employee:
Black or African American 12 12 73,749 90,282 104,998 147,504 174,723 118,157
White 115 115 51,260 72,010 97,864 131,664 177,183 112,294
By Number of Years in Position:
Up to 5 Years 45 45 45,568 65,499 92,500 132,517 151,790 103,312
6 - 10 Years 31 31 52,283 70,990 96,533 117,499 157,997 100,078
11 - 20 Years 27 27 73,952 85,488 102,336 166,504 190,328 122,184
Over 20 Years 24 24 63,554 98,878 121,036 168,574 216,820 135,162
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Associate Director/Chief Operating Officer

Executive
010

Provides direction and day-to-day management of several key functions other than programs such as finance, administration, human resources, and/
or development; assumes responsibility for major projects; assumes responsibility for organization in absence of Executive Director. Participates as a
member of the senior management team to formulate and implement policies and plans to meet the organization's short- and long-term objectives.

Other sample job titles: Assistant Director, Deputy Director, Executive Vice President

Annual Cash Compensation

Number of  Number of 10th 25th Median 75th 90th Average
Organizations Employees %ile %ile (50%) %ile %ile verag

Salary and Incentives - All Organizations:

Base Salary - All Employees 40 43 $63,303 $82,909 $94,931  $110,157 $153,641 $102,828

# Eligible for Incentive/Bonus 16 16

Actual Bonus Paid 10 10 1,628 4,681

Total Cash Compensation (Base + Bonus) 40 43 64,536 82,909 95,326 110,357 160,227 103,917

Annual Base Salary

By Budget Size:

$2,000,001 - $5,000,000 9 10 94,682 104,439

$5,000,001 - $15,000,000 11 12 62,496 83,517 95,389 104,229 152,743 98,869

Over $15,000,000 11 12 83,874 95,779 109,481 162,448 207,045 126,105
By Geographic Location:

Allegheny County 32 34 67,632 82,805 95,888 119,813 163,030 107,589

Outside of Allegheny County 8 9 86,590 84,843
By Field of Service:

Culture/Arts 5 5 92,269 82,867

Education and Child Care Services 7 7 94,931 97,020

Health and Health Education 5 5 92,893 120,661

Social Support 8 9 97,136 118,040
By Primary Source of Funding:

Contributions from individuals 5 5 88,005 98,222

Contributions from foundations or trusts 8 8 82,410 81,037

Government 22 25 66,951 85,800 95,784 126,475 166,808 108,123
By Number of Employees:

6-20 6 6 75,421 75,095

21-50 8 9 91,998 84,379

51-100 5 6 108,951 116,012

More than 100 18 19 85,010 94,994 108,805 144,997 192,005 120,453
By Level of Education Required:

Bachelor's Degree 26 26 58,009 78,572 92,446 112,294 160,243 99,505

Master's Degree 8 8 105,446 116,795
By Sex of Employee:

Male 18 18 81,486 90,849 109,700 146,250 194,154 120,158

Female 22 23 57,778 72,758 91,998 95,326 126,235 89,728
By Race/Ethnicity of Employee:

White 30 32 72,526 84,188 94,713 111,545 154,246 104,332
By Number of Years in Position:

Up to 5 Years 14 14 68,214 79,934 91,000 120,255 153,036 100,506

6 - 10 Years 7 7 86,590 83,521

11 - 20 Years 10 10 95,212 120,655
By Number of Employees Managed:

1t03 8 8 76,524 77,197

4108 9 9 93,995 94,312

15 and over 14 14 77,626 83,268 109,024 121,113 153,036 108,133
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Executive
015 Director, Program(s)

Directs delivery of programs in accordance with the organization's goals and objectives. May write or participate in writing of grant applications,
depending on structure of organization. Ensures program activities comply with contracts. Supervises program staff either directly or through
intermediary supervisors. Acts as liaison with government agencies, the community and the public relative to funding, contracts and delivery of
services. Participates as a member of the senior management team in the development and implementation of organization-wide policies and
programs that will contribute to its overall success. This is a single-incumbent position. Report others in the Program Management section or other
sections below (e.g. jobs 805, 810, 853, 856, 421, 430, 431).

Other sample job titles: Director of Residential and Homeless Programs, Director of Services, Vice President of Programs & Services
Annual Cash Compensation

Number of  Number of 10th 25th Median 75th 90th Averade
Organizations Employees %ile %ile (50%) %ile %ile verag
Salary and Incentives - All Organizations:
Base Salary - All Employees 21 26 $71,924 $75,286 $82,316  $100,652 $130,299 $92,874
# Eligible for Incentive/Bonus 9 12
Actual Bonus Paid 6 9 1,000 1,222
Total Cash Compensation (Base + Bonus) 21 26 72,693 75,500 82,607 100,652 130,449 93,297
Annual Base Salary
By Budget Size:
$5,000,001 - $15,000,000 8 9 79,992 80,655
Over $15,000,000 6 10 107,203 111,571
By Geographic Location:
Allegheny County 18 22 72,673 75,286 82,108 92,602 139,352 91,663
By Field of Service:
Social Support 9 11 102,648 107,087
By Primary Source of Funding:
Government 14 18 73,786 75,286 81,495 90,522 150,727 91,780
By Number of Employees:
More than 100 12 16 71,512 75,806 90,522 111,977 159,900 100,040
By Level of Education Required:
Bachelor's Degree 11 14 70,991 77,865 82,493 105,867 169,073 97,200
Master's Degree 8 9 82,222 85,666
By Sex of Employee:
Male 7 8 86,466 93,491
Female 17 18 71,540 75,286 82,108 99,128 150,727 92,599
By Race/Ethnicity of Employee:
White 17 22 71,783 75,197 82,701 104,926 139,352 94,677
By Number of Years in Position:
Up to 5 Years 12 13 70,994 77,083 82,410 100,745 159,906 93,915
By Number of Employees Managed:
1t03 5 5 74,526 84,573
4t08 7 7 82,410 85,731
15 and over 11 12 70,822 75,015 84,084 101,697 111,962 87,799
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Administrative

Director, Administration 055

Directs a group of functions for the organization including any or all of the following: human resources, information technology, office services, facilities
and grounds, transportation, food service, and purchasing. Manages department budgets. Participates as a member of the senior management team
in the development and implementation of organization-wide policies and programs that will contribute to its overall success.

Other sample job titles: Assistant Director, Chief Administrative Officer, Chief of Staff
Annual Cash Compensation

Number of  Number of 10th 25th Median 75th 90th Average
Organizations Employees %ile %ile (50%) %ile %ile 9
Salary and Incentives - All Organizations:
Base Salary - All Employees 17 18 $53,015 $59,005 $66,227 $75,697 $92,735 $69,150
# Eligible for Incentive/Bonus 7 7
Actual Bonus Paid 7 7 1,887 3,034
Total Cash Compensation (Base + Bonus) 17 18 53,847 59,005 67,177 76,776 96,630 70,329

Annual Base Salary

By Budget Size:

$2,000,001 - $5,000,000 8 9 70,283 71,314
By Geographic Location:

Allegheny County 15 16 52,965 56,998 66,227 76,414 93,459 69,350
By Primary Source of Funding:

Contributions from individuals 5 5 63,835 65,507

Government 6 6 72,811 73,826
By Number of Employees:

21-50 7 8 71,199 75,478
By Level of Education Required:

Bachelor's Degree 12 12 52,977 60,804 67,611 76,414 92,261 69,602
By Sex of Employee:

Female 13 14 53,102 61,391 66,227 75,697 92,186 68,955
By Race/Ethnicity of Employee:

White 13 14 53,102 59,005 66,227 75,697 92,186 68,728
By Number of Years in Position:

6 - 10 Years 5 6 61,475 61,863

Over 20 Years 5 5 65,499 72,771

By Number of Employees Managed:
1t03 6 7 69,722 71,849
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Administrative
065 Office Manager

Provides direct supervision of the organization's office services including mail pick up and distribution; records maintenance; copy/print services;
reception; office maintenance and cleaning services; communications/telephones; and similar.

Other sample job titles: Administrative Services Manager, Business Manager, Office Administrator
Annual Cash Compensation

Number of  Number of 10th 25th Median 75th 90th Average
Organizations Employees %ile %ile (50%) %ile %ile verag

Salary and Incentives - All Organizations:

Base Salary - All Employees 43 63 $30,380 $34,403 $38,189 $44,720 $48,913 $39,370

# Eligible for Incentive/Bonus 20 25

Actual Bonus Paid 13 15 180 200 500 1,357 3,770 1,067

Total Cash Compensation (Base + Bonus) 43 63 30,380 34,403 38,189 45,000 49,696 39,624

Annual Base Salary

By Budget Size:

$250,001 - $750,000 9 10 40,000 40,041

$750,001 - $2,000,000 1 14 28,860 32,864 39,759 47,263 48,995 40,160

$2,000,001 - $5,000,000 8 8 39,843 40,914

$5,000,001 - $15,000,000 7 8 36,962 37,523

Over $15,000,000 8 23 31,183 35,006 36,379 42,016 47,823 38,701
By Geographic Location:

Allegheny County 37 55 30,901 34,778 38,189 44,720 48,784 39,162

Outside of Allegheny County 6 8 37,305 40,799
By Field of Service:

Economic/Neighborhood Development 5 5 39,998 41,248

Education and Child Care Services 5 9 36,254 37,645

Social Support 10 14 30,192 35,594 41,475 48,339 58,656 42,848
By Primary Source of Funding:

Contributions from foundations or trusts 10 14 28,122 33,769 37,492 45,190 48,038 38,414

Government 18 30 29,509 34,699 36,608 44,351 49,107 39,462

Program services fee 8 9 37,440 37,521
By Number of Employees:

1-5 6 7 42,000 42,710

6-20 13 15 30,543 33,280 39,520 45,760 48,165 39,441

21-50 10 11 39,998 40,174

More than 100 13 29 29,453 34,279 36,254 40,810 45,802 37,793
By Level of Education Required:

High School Diploma 14 20 26,911 30,056 34,788 39,458 51,343 36,356

Associate's Degree 6 6 36,296 37,340

Bachelor's Degree 20 26 32,820 36,312 41,592 45,190 48,577 41,017
By Sex of Employee:

Female 40 58 29,958 33,654 38,095 44,790 49,225 39,327
By Race/Ethnicity of Employee:

Black or African American 7 8 41,049 40,961

White 33 46 30,655 33,654 37,024 44,790 48,545 39,115
By Number of Years in Position:

Up to 5 Years 21 24 29,453 33,098 36,431 42,152 45,380 37,212

6 - 10 Years 14 16 27,448 33,753 39,520 47,985 52,938 40,288

11 - 20 Years 9 10 39,478 40,812
By Number of Employees Managed:

1t03 11 12 31,604 34,783 41,475 48,464 63,236 43,330

4t08 7 9 38,189 39,719
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Administrative

Executive Assistant 070

Provides a wide variety of skilled administrative and clerical support for chief executive, directors or other senior management staff. Responsibilities
involve exposure to sensitive information and require considerable use of tact, diplomacy, discretion and judgment. Assumes responsibility for special
projects; attends board or similar meetings to take, transcribe and distribute minutes; prepares board packets; maintains databases; researches/
analyzes data and develops reports for management decision-making; may follow up on projects assigned to managers by senior executive.

Other sample job titles: Administrative Secretary, Assistant to the Director, Executive Secretary
Annual Cash Compensation

Number of  Number of 10th 25th Median 75th 90th Averade
Organizations Employees %ile %ile (50%) %ile %ile verag
Salary and Incentives - All Organizations:
Base Salary - All Employees 46 56 $34,264 $38,330 $43,493 $49,103 $54,490 $44,096
# Eligible for Incentive/Bonus 17 21
Actual Bonus Paid 13 14 200 238 763 1,002 1,638 754
Total Cash Compensation (Base + Bonus) 46 56 34,264 38,459 43,493 49,103 55,114 44,285
Annual Base Salary
By Budget Size:
$750,001 - $2,000,000 5 5 47,882 45,311
$2,000,001 - $5,000,000 1 11 39,000 38,643
$5,000,001 - $15,000,000 16 20 35,316 40,795 46,696 51,090 52,429 46,536
Over $15,000,000 12 18 34,932 39,374 44,044 52,562 56,593 45,105
By Geographic Location:
Allegheny County 38 48 34,426 39,452 44,211 49,103 54,327 44,485
Outside of Allegheny County 8 8 38,096 41,764
By Field of Service:
Counseling - Behavioral Health & Wellness 7 8 42,484 41,678
Health and Health Education 7 8 45,407 46,987
Social Support 12 15 30,726 37,149 43,306 46,238 52,142 42,379
By Primary Source of Funding:
Contributions from individuals 6 9 43,285 44,424
Government 24 29 37,003 39,634 43,680 49,816 54,246 44,371
Program services fee 9 11 39,998 41,012
By Number of Employees:
6-20 6 6 45,927 45,088
21-50 6 6 45,677 47,947
51-100 10 13 30,027 36,556 42,307 47,102 52,387 41,731
More than 100 23 30 35,012 38,828 44,065 50,351 54,977 44,583
By Level of Education Required:
High School Diploma 17 20 35,012 38,126 44,211 51,475 59,214 45,887
Associate's Degree 1 15 34,183 37,003 43,181 49,150 55,632 43,751
Bachelor's Degree 11 13 34,553 39,500 42,307 48,110 52,046 43,334
By Sex of Employee:
Female 42 50 34,557 37,955 43,493 49,275 54,065 44,058
By Race/Ethnicity of Employee:
Black or African American 7 7 43,285 42,545
White 35 38 35,006 39,525 44,211 50,351 55,301 45,237
By Number of Years in Position:
Up to 5 Years 20 20 31,362 35,505 41,019 44,855 51,278 40,658
6 - 10 Years 12 14 35,038 39,021 42,796 52,078 62,858 45,411
11 - 20 Years 5 5 47,882 47,486
Over 20 Years 7 8 46,707 47,687
By Number of Employees Managed:
1t03 12 12 34,676 43,592 45,802 49,525 58,831 46,481
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Administrative

075 Administrative Assistant, Senior Level

Provides a variety of administrative and clerical support to managers and/or other staff. Duties may include researching/compiling information;
coordinating 