 SEQ CHAPTER \h \r 1Argosy University

COURSE SYLLABUS

MS6532
Motivating and Leading Employees and Volunteers in the Non-Profit Sector
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Faculty Information

Faculty Name: 

Campus:

Contact Information:

Office Hours:

Short Faculty Bio:

Course description:  This course focuses on employee and volunteer management in the non-profit arena. Students examine methods to motivate and lead non-profit workers in light of limited financial incentives and flexibility. The challenge of a non-profit organization’s need to supply volunteers as primary providers v. as a supplementary workforce is covered. To meet the needs of the non-profit workforce, an analysis of equity and expectancy theory with a focus on redefining rewards and outcomes is discussed. In addition, students analyze measurability and transparency of key success metrics from the non-profit perspective.

Course Pre-requisites:  None
Required Readings:  

IMPORTANT:  You are required to purchase the textbook for this course.  Please go to MBS to purchase a print version.

Denhardt, R. B., Denhardt, J. V., & Aristigueta, M. P. (2009). Managing human behavior in public 
and nonprofit organizations (2nd ed.).  Sage Publications.  
Articles:
Brandl, J., & Güttel, W. (2007, June). Organizational antecedents of pay-for-performance systems in nonprofit organizations. Voluntas: International Journal of Voluntary & Nonprofit Organizations, 18(2), 176-199. Retrieved September 10, 2009, doi:10.1007/s11266-007-9036-6

http://proquest.umi.com.libproxy.edmc.edu/pqdlink?index=1&did=1311069281&SrchMode=3&sid=7&Fmt=2&VInst=PROD&VType=PQD&RQT=309&VName=PQD&TS=1288807252&clientId=82498&aid=11
Boezeman, E., & Ellemers, N. (2008, January). Pride and respect in volunteers' organizational commitment. European Journal of Social Psychology, 38(1), 159-172. Retrieved September 10, 2009, doi:10.1002/ejsp.415

http://web.ebscohost.com.libproxy.edmc.edu/ehost/detail?vid=3&hid=11&sid=6dc21fe0-f76d-4e7e-84c1-af5e7c3ecff2%40sessionmgr14&bdata=JnNpdGU9ZWhvc3QtbGl2ZQ%3d%3d#db=afh&AN=28740011
Catano, V. M., Pond, M., & Kelloway, E. K. (2001). Exploring commitment and leadership in volunteer organizations. Leadership and Organization Development, 22, 256 – 263.
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http://proquest.umi.com.libproxy.edmc.edu/pqdlink?index=10&did=265939531&SrchMode=3&sid=10&Fmt=4&VInst=PROD&VType=PQD&RQT=309&VName=PQD&TS=1288809245&clientId=82498&aid=15
Esty, K., & Gewirtz, M.  (2008). Creating a culture of engagement. Retrieved September 10, 2009 from http://www.boston.com/jobs/nehra/062308.shtml 

Farmer, S., & Fedor, D. (1997, August). Volunteer participation and turnover intentions: The role of satisfaction, expectations, and organizational support. Academy of Management Best Papers Proceedings, Retrieved September 10, 2009, from Business Source Premier database.

http://web.ebscohost.com.libproxy.edmc.edu/ehost/detail?vid=7&hid=110&sid=6ac4908d-aee3-4465-ac2e-a45bc6398c4c%40sessionmgr112&bdata=JnNpdGU9ZWhvc3QtbGl2ZQ%3d%3d#db=bsh&AN=4989224
MacNeela, P. (2008, June). The give and take of volunteering: Motives, benefits, and personal connections among Irish volunteers. Voluntas: International Journal of Voluntary & Nonprofit Organizations, 19(2), 125-139. Retrieved September 10, 2009, doi:10.1007/s11266-008-9058-8 

http://proquest.umi.com.libproxy.edmc.edu/pqdlink?index=4&did=1502956651&SrchMode=3&sid=8&Fmt=2&VInst=PROD&VType=PQD&RQT=309&VName=PQD&TS=1288807302&clientId=82498&aid=12


Millette, V., & Gagné, M. (2008, March). Designing volunteers' tasks to maximize motivation, satisfaction and performance: The impact of job characteristics on volunteer engagement. Motivation and Emotion, 32(1), 11-22. Retrieved September 10, 2009, doi:10.1007/s11031-007-9079-4

http://web.ebscohost.com.libproxy.edmc.edu/ehost/detail?vid=3&hid=110&sid=488e2f5f-cdf2-4a12-a0e7-3ef92afd15e2%40sessionmgr113&bdata=JnNpdGU9ZWhvc3QtbGl2ZQ%3d%3d#db=pbh&AN=31428957
Stebbins, R. (2009, March). Would you volunteer? Society, 46(2), 155-159. Retrieved September 10, 2009, doi:10.1007/s12115-008-9186-1

http://web.ebscohost.com.libproxy.edmc.edu/ehost/detail?vid=3&hid=110&sid=a163c548-83cf-421b-97db-cdc34ac61fc2%40sessionmgr112&bdata=JnNpdGU9ZWhvc3QtbGl2ZQ%3d%3d#db=afh&AN=36793553
van Vuuren, M., de Jong, M., & Seydel, E. (2008, September). Commitment with or without a stick of paid work: Comparison of paid and unpaid workers in a nonprofit organization. European Journal of Work & Organizational Psychology, 17(3), 315-326. Retrieved September 10, 2009, doi:10.1080/13594320701693175

http://web.ebscohost.com.libproxy.edmc.edu/ehost/detail?vid=3&hid=11&sid=ca91494b-5b26-4128-9a68-03ad9d9a8eb3%40sessionmgr4&bdata=JnNpdGU9ZWhvc3QtbGl2ZQ%3d%3d#db=bsh&AN=32875028
Yeung, A. (2004, March). The Octagon Model of volunteer motivation: Results of a phenomenological analysis. Voluntas: International Journal of Voluntary & Nonprofit Organizations, 15(1), 21-46. Retrieved September 10, 2009, from Academic Search Complete database.

http://proquest.umi.com.libproxy.edmc.edu/pqdlink?index=12&did=927200991&SrchMode=3&sid=9&Fmt=2&VInst=PROD&VType=PQD&RQT=309&VName=PQD&TS=1288807387&clientId=82498&aid=13
Course length:  7.5 Weeks

Contact Hours: 45 Hours

Credit Value: 3.0

Program Outcomes:

1. Evaluate management practices in mission-based organizations in terms of human impact and financial impact over the short and medium term;

2. Apply ethical principles and generally accepted operational practices to the management functions of a non-profit setting

3. Provide accurate advice and counsel to appropriate stakeholders regarding basic non-profit regulatory issues and management practice to specific situations, and provide referrals to appropriate experts when necessary;

4. Implement and revise practices and systems to execute strategies in a constrained work environment;

5. Design and execute employee communication plans toward expressed organizational goals;

6. Evaluate the skills and capabilities of individuals relative to specific organizational settings and provide counsel where organizational systems and processes are inconsistent with competencies of the existing workforce;

7. Demonstrate the value-added contribution of mission execution to the community and other relevant stakeholders.

Course Objectives:

	1. Evaluate the merits of equity v. expectancy theory and propose an employee reward system appropriate to the non-profit workforce and environment.

	2. Analyze and articulate the importance of engagement and development opportunities to the non-profit employee population.

	3. Design a performance plan using key performance objectives for both non-profit employees and volunteers to include a focus on measurability and transparency.


Activities/Assignments/Assessments Table

	Unit
	Topics
	Resources

	1


	Leadership in Non-Profit Organizations

· Leadership Theories

· Leadership Styles & Characteristics

· Leadership Self Assessment


	· Reading Resources

· Denhardt, R. B., Denhardt, J. V., & Aristigueta, M. P. (2009). Managing human behavior in public and nonprofit organizations (2nd ed.). Los Angeles, CA: Sage Publications.
· Chapter 2: Knowing and Managing Yourself
· Chapter 7: Leadership in Public Organizations
· Discussion/Participation Question
· Complete the leadership chapters 2 and 7. Analyze your results and discuss whether  they accurately reflect you. In addition, discussion your position on whether this type of leadership assessments are valid.

	
	Lecturette

This unit reviews leadership styles and the characteristics of successful leaders.  In order to understand your personal leadership style it is important be self aware. A leader who is self-aware understands that individual characteristics of employees and volunteers affect  employee motivation, performance, group interaction and employee needs.  An effective leader learns to assess the individual employee characteristics and needs in order to effectively develop motivation and performance plans. Personality styles also influence leadership styles. In this unit, students will take a series of batteries to uncover their personal values, fundamental interpersonal relations orientation behavior (FIRO-B), and their locus of control, career orientation summary, emotional intelligence, and leadership styles. 
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	2
	Motivating Nonprofit Volunteers and Employees

· 
Financial & Flexibility Constraints

·      Equity v Expectancy Theory 

·     Defining Motivation

· Rewards and recognition


	· Reading Resources

· Denhardt, R. B., Denhardt, J. V., & Aristigueta, M. P. (2009). Managing human behavior in public and nonprofit organizations (2nd ed.). Los Angeles, CA: Sage Publications.
· Chapter Six: Motivating Yourself and Others 

· Discussion Assignment

o  Propose a Rewards & Recognition Program designed to “recognize” employees by their peers and company as opposed to “rewarding” them monetarily.



	
	Lecturette 

According to the equity theory, how much people are willing to contribute to an organization depends on their assessment of the fairness, or equity, of the rewards they will receive in exchange. In a fair situation, a person receives rewards proportional to the contribution he or she makes to the organization. However, in practice, equity is subjective notion. 
The concept of expectancy theory in the nonprofit sector proves particular difficult in light of the financial and organizational flexibility constraints of motivating nonprofit employees and volunteers.  This module introduces several common theories and asks the student to consider the merits of each and the potential applicability for the nonprofit sector. They read about need theories, expectancy theories, goal setting theories, equity theories, as well as reinforcement, reward, and punishment. They also look at motivating factors of participation, public service, life stages, and consider some anti-motivation issues.


	3
	Volunteers as primary workforce v supplementary a supplementary workforce

· Motivating factors driving volunteerism
· Engaging the volunteer.


	· Reading Resources

· MacNeela, P. (2008, June). The give and take of volunteering: Motives, benefits, and personal connections among Irish volunteers. Voluntas: International Journal of Voluntary & Nonprofit Organizations, 19(2), 125-139. Retrieved September 10, 2009, doi:10.1007/s11266-008-9058-8 

· Stebbins, R. (2009, March). Would you volunteer? Society, 46(2), 155-159. Retrieved September 10, 2009, doi:10.1007/s12115-008-9186-1

· Yanay, G., & Yanay, N. (2008, Fall). The decline of motivation?: From commitment to dropping out of volunteering. Nonprofit Management & Leadership, 19(1), 65-78. Retrieved September 10, 2009, doi:10.1002/nml.205

· Yeung, A. (2004, March). The Octagon Model of volunteer motivation: Results of a phenomenological analysis. Voluntas: International Journal of Voluntary & Nonprofit Organizations, 15(1), 21-46. Retrieved September 10, 2009, from Academic Search Complete database.

· Formative Assessment 1 (20%)(CO 1)
o 
Evaluate the merits of equity v. expectancy theory and propose an employee reward system appropriate to the non-profit workforce and environment.


	
	Lecturette 

Why do individuals give their time to an organization? What benefits do they receive? In this unit, students will consider the volunteer, their rationale for volunteering, and the intrinsic benefits that keep them connected to the organization. They will compare scholarly research to live experiences.


	4
	Managing Nonprofit volunteers v. employees


	· Reading Resources

· Brandl, J., & Güttel, W. (2007, June). Organizational Antecedents of Pay-for-Performance Systems in Nonprofit Organizations. Voluntas: International Journal of Voluntary & Nonprofit Organizations, 18(2), 176-199. Retrieved September 10, 2009, doi:10.1007/s11266-007-9036-6

· Catano, V. M., Pond, M., & Kelloway, E. K. (2001). Exploring commitment and leadership in volunteer organizations. Leadership and Organization Development, 22, 256 – 263.
· Denhardt, R. B., Denhardt, J. V., & Aristigueta, M. P. (2009). Managing human behavior in public and nonprofit organizations (2nd ed.). Los Angeles, CA: Sage Publications.
· Chapter 8: Power and Organizational Politics
· Liao-troth, M. (2001, Summer). Attitude differences between paid workers and volunteers. Nonprofit Management & Leadership, 11(4), 423. Retrieved September 10, 2009, from Education Research Complete database.

· Schepers, C., De Gieter, S., Pepermans, R., Du Bois, C., Caers, R., & Jegers, M. (2005, Winter). How are employees of the nonprofit sector motivated? A research need. Nonprofit Management & Leadership, 16(2), 191-208. Retrieved September 10, 2009, from Education Research Complete database.

· van Vuuren, M., de Jong, M., & Seydel, E. (2008, September). Commitment with or without a stick of paid work: Comparison of paid and unpaid workers in a nonprofit organization. European Journal of Work & Organizational Psychology, 17(3), 315-326. Retrieved September 10, 2009, doi:10.1080/13594320701693175

· Assignments/Assessment

· Research statistics of nonprofits you are familiar with to determine their staff to volunteer ratio.

· Devise a motivation program to incent and reward a team after the successful completion of a million dollar capital campaign. There are 7 staff members and 30 volunteers involved in the project.



	
	Lecturette 

The needs of the nonprofit staff must be considered separately from those of the volunteers. Many make sacrifices to work in a nonprofit, and receive intrinsic rewards for doing so. Managers must be careful to acknowledge the efforts of both the staff and the volunteers. How can an equitable system be created? A review of the theories of motivation would be useful in this session.


	5
	Employee and Volunteer Engagement

Training and Development

· 
Talent Development

·     Personal development

·     Corporate training


	· Reading Resources

· Boezeman, E., & Ellemers, N. (2008, January). Pride and respect in volunteers' organizational commitment. European Journal of Social Psychology, 38(1), 159-172. Retrieved September 10, 2009, doi:10.1002/ejsp.415

· Esty, K., & Gewirtz, M.  (2008). Creating a culture of engagement. Retrieved September 10, 2009, from http://www.boston.com/jobs/nehra/062308.shtml 

· Farmer, S., & Fedor, D. (1997, August). Volunteer participation and turnover intentions: The role of satisfaction, expectations, and organizational support. Academy of Management Best Papers Proceedings. Retrieved September 10, 2009, from Business Source Premier database.

· Millette, V., & Gagné, M. (2008, March). Designing volunteers' tasks to maximize motivation, satisfaction and performance: The impact of job characteristics on volunteer engagement. Motivation and Emotion, 32(1), 11-22. Retrieved September 10, 2009, doi:10.1007/s11031-007-9079-4

· Formative Assessment 2 (20%)(CO 2)
Analyze and articulate the importance of engagement and development opportunities to the non-profit employee population.

	
	Lecturette 

Research on employee engagement in the corporate sector demonstrates that engaged employees increase customer satisfaction and company profitability. There are similar parallels in the nonprofit sector. In this unit, students will look at engagement from the volunteer and employee side and consider ways to encourage it in the organization.


	6
	Success and Performance

· 
Leadership performance

·     Measuring success

· 
Key success factors (KSFs)

· Key performance indicators (KPIs)

·     Likeability v responsibility


	Participation Assignment:

o 
Design a Performance Management Plan using KPIs to set goals for a Nonprofit organization.


	
	Lecturette 

In order to best leverage the capabilities of volunteers and staff, putting them on a team may work best. This unit examines decision making processes, creativity and teamwork. The students are given a variety of strategies to explore. Ideally, if this is presented in a classroom, work an exercise as a group to create a metaphorical model of a nonprofit organization out of recycled material or Legos or Tinkertoys forces them to think in a right brained fashion and provides them with a model they can repurpose in their organizations for problem solving in another time.


	7
	The Importance and Impact of SMART Goals

· Definition of  SMART goals

· Strategy of SMART goals

· Impact of SMART goals


	· Formative Assessment 3 (CO3 @ 25%)
Using KPIs and SMART goals, propose a Professional Development Program to improve the attraction, retention and development of nonprofit employees and volunteers to include an analysis of transparency, engagement and development opportunities.  

	
	Lecturette
Job definitions simplify management, because the employee or volunteer, as well as the manager, understand the task to be accomplished. A good manager understands the need to effectively communicate the task, and follow up to ensure understanding and accurate completion.

Managing individuals involves reading people. A good manager must recognize signs of stress in staff and volunteers within the individual as well as interpersonally. Inevitably there will be times of conflict in the organization that will need the intervention of the leader. This unit looks at the details of managing people to the task, and understanding their personal stress levels that may impede performance.


	8

 
	Communication

Coaching

Conflicts

Stress
	· Reading Resources

· Denhardt, R. B., Denhardt, J. V., & Aristigueta, M. P. (2009). Managing human behavior in public and nonprofit organizations (2nd ed.). Los Angeles, CA: Sage Publications.
· Chapter 9: Communicating Effectively with Others
· Chapter 4: Managing Stress
· Chapter 11: Managing Conflict

	
	Lecturette

This final unit explores change and its impact on a corporate culture. Managers must be aware of the unsettling effects that change may have on staff and volunteers and be able to assist them in processing the transition on an emotional as well as cognitive level. The chapter explores the theories of change and the reactions and resistance an organization may experience.

The final assignment has students summarize their learning in bullet points.


Grading Criteria


Grading Scale

                                           Grading requirements









	A
	100 – 93 %

	A-
	92 – 90 %

	B+
	89 – 88 %

	B
	87 – 83 %

	B-
	82 – 80 %

	C+
	79 – 78 %

	C
	77 – 73 %

	C-
	72 – 70 %

	F
	69 and below


	Attendance/participation
	25%

	LASA 1
	20%

	LASA 2
	20%

	LASA 3
	35%

	
	100%


Library

All resources in Argosy University’s online collection are available through the Internet.  The campus librarian will provide students with links, user IDs, and passwords. 

Library Resources:  Argosy University’s core online collection features nearly 21,000 full-text journals and 23,000 electronic books and other content covering all academic subject areas including Business & Economics, Career & General Education, Computers, Engineering & Applied Science, Humanities, Science, Medicine & Allied Health, and Social & Behavior Sciences.  Many titles are directly accessible through the Online Public Access Catalog at http://library.argosy.edu.  Detailed descriptions of online resources are located at http://library.argosy.edu/libweb/resources/
In addition to online resources, Argosy University’s onsite collections contain a wealth of subject-specific research materials searchable in the Online Public Access Catalog.  Catalog searching is easily limited to individual campus collections.  Alternatively, students can search combined collections of all Argosy University Libraries.  Students are encouraged to seek research and reference assistance from campus librarians.

Information Literacy: Argosy University’s Information Literacy Tutorial was developed to teach students fundamental and transferable research skills. The tutorial consists of five modules where students learn to select sources appropriate for academic-level research, search periodical indexes and search engines, and evaluate and cite information. In the tutorial, students study concepts and practice them through interactions. At the conclusion of each module, they can test their comprehension and receive immediate feedback. Each module takes less than 20 minutes to complete.  Please view the tutorial at http://library.argosy.edu/infolit/ 

Academic Policies

Academic Dishonesty/Plagiarism:  In an effort to foster a spirit of honesty and integrity during the learning process, Argosy University requires that the submission of all course assignments represent the original work produced by that student.  All sources must be documented through normal scholarly references/citations and all work must be submitted using the current edition of the Publication Manual of the American Psychological Association. Students are encouraged to purchase this manual and become familiar with its content as well as consult the Argosy University catalog for further information regarding academic dishonesty and plagiarism.

Scholarly writing:  The faculty at Argosy University is dedicated to providing a learning environment that supports scholarly and ethical writing, free from academic dishonesty and plagiarism.  This includes the proper and appropriate referencing of all sources. You may be asked to submit your course assignments through “Turnitin,” (www.turnitin.com), an online resource established to help educators develop writing/research skills and detect potential cases of academic dishonesty.  Turnitin compares submitted papers to billions of pages of content and provides a comparison report to your instructor. This comparison detects papers that share common information and duplicative language. 

Americans with Disabilities Act Policy

It is the policy of Argosy University to make reasonable accommodations for qualified students with disabilities, in accordance with the Americans with Disabilities Act (ADA).  If a student with disabilities needs accommodations, the student must notify the Director of Student Services.  Procedures for documenting student disability and the development of reasonable accommodations will be provided to the student upon request.  

Students will be notified by the Director of Student Services when each request for accommodation is approved or denied in writing via a designated form.  To receive accommodation in class, it is the student’s responsibility to present the form (at his or her discretion) to the instructor.  In an effort to protect student privacy, the Department of Student Services will not discuss the accommodation needs of any student with instructors. Faculty may not make accommodations for individuals who have not been approved in this manner.

The Argosy University Statement Regarding Diversity

Argosy University prepares students to serve populations with diverse social, ethnic, economic, and educational experiences. Both the academic and training curricula are designed to provide an environment in which students can develop the skills and attitudes essential to working with people from a wide range of backgrounds.










