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Preface and Acknowledgements 
 
Pushing the Limits: Challenges of Halton�s Nonprofit and Voluntary Sector Labour Force 
grows out of and complements efforts to understand better the importance of this sector in 
building an economically prosperous and socially inclusive society. This study has informed 
the deliberations and recommendations of the Chairman�s Roundtable on the Non-Profit 
and Voluntary Sector. The Halton community�s experience indicates that all is not well in 
this sector and that as its capacity diminishes, so too does the capacity of caring in 
community, so does our social capital.  
 
As a community, we ask much of this sector and have high expectations that it provide 
social supports to the many over their life course, that it act as an engine for citizen 
engagement, that it represent and articulate the interests of citizens, and that it continue to 
make an important contribution to the economic prosperity of Halton. Yet, as a community 
we know little of the work of the sector and the demands we place on the sector�s paid staff 
and volunteers. Pushing the Limits is a journey of investigation that takes the pulse of a 
sector and that of its human resources. It indicates that the pulse is erratic and weakening 
and that the sector is in distress, threatened and unstable.  
 
This document establishes the economic contribution of the sector to Halton�s GDP which 
clearly moves it from the shadows of the economy to a role as significant contributor. The 
five challenges that need to be met if the nonprofit and voluntary sector is to prosper lie in: 

i) the area of gender equity and balance 
ii) the capacity to compete for educated and qualified workers 
iii) the need to engage the workforce of the future 
iv) the capacity to nurture volunteers as an essential and valuable asset, and 
v) the ramifications and risks of processes of concentration and consolidation in 

the sector. 
 
The information and understandings flowing from a project of this magnitude are the 
product of the experience and knowledge of the many workers and volunteers in Halton�s 
human services sector. Acknowledgements formalize but understate the great generosity of 
so many that participated in the journey of investigation that was to become this study, 
Pushing the Limits: Challenges of Halton�s Nonprofit and Voluntary Sector Labour Force. I 
thank the human service agencies that participated in the study, taking time from their 
already overloaded world of work to fill out an onerous questionnaire, to share their 
financial statements with the project research team and to participate in focus groups that 
�drilled down� to uncover greater insights on human  resource issues in the sector. Your 
thoughtful and measured comments have allowed the research team to outline some of the 
salient challenges faced by the sector and, most importantly, to develop strategies for 
future action that, when implemented, will contribute to the revitalization of the sector. I 
hope the findings and conclusions of this work will give strength to your continued efforts. 
 
A very special thank you to the study�s Research Advisory Committee who offered 
important advice, not to mention encouragement, at the many junctures that occur in a 
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study of this magnitude. Most important has been their commitment to document the 
changing landscape shaping the labour force, paid and unpaid, in the human services 
sector in Halton. They believe that a strong foundation of knowledge is the basis for 
strategic action to revitalize and make sustainable a sector pushed to the limits. The 
members of the Research Advisory Committee are: 
 

Kathy Mills, CAO The Centre for Skills Development & Training 
Alison Pickard, Past CEO United Way of Oakville 
Darrel Skidmore, CEO United Way of Burlington & Greater Hamilton 
Dick Stewart, President Community Development Halton 
Adelina Urbanski, Commissioner Regional Municipality of Halton 
 
Community Development Halton (CDH) embarked on this project in the belief that 
knowledge of our human resource issues is essential to building the capacity of the sector 
which, in turn, is necessary for the development of healthy and inclusive communities. All of 
the staff at CDH contributed to the successful completion of this study. The research team 
could not have anticipated the scale of the work that would be demanded and I am most 
grateful for the time and energy they devoted to this work.  
 
Thank you to Ted Hildebrandt and Abi Salole, for the meticulously detailed work related to 
the collection, organization, analysis and display of data generated by the study. I am 
grateful to Richard Lau as he used his magic to turn figures into graphs that captured 
visually the story unfolding. Special thanks to Jenny McKnight and Sonya Mackey who 
provided administrative assistance. Glynis Maxwell turned her editor�s eye on the 
documents flowing from the study and I am most appreciative of her help. 
 
The analysis of the human resource challenges in Pushing the Limits came to life under the 
critically analytical perspective of Principal Investigator, Peter Clutterbuck. I thank Peter for 
his passion and understanding of the nonprofit and voluntary sector and his commitment to 
the changes that will make both the sector and community prosper. I am thankful to CDH�s 
Board of Directors who never wavered in their support of this research. 
 
Lastly, this work could not have been carried out without the financial support of Service 
Canada, the Regional Municipality of Halton, the United Way of Burlington & Greater 
Hamilton and United Way of Oakville. I thank them for their support.  
 
Joey Edwardh 
Executive Director 
Community Development Halton 
January 2007 
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1. Introduction 
 
In the last year, Community Development Halton (CDH) has conducted research on the 
human resource base of the nonprofit human services sector in Halton. This included 
gathering and analyzing data on both paid employees and volunteers and exploring the 
sector�s economic contribution to the community through the use of these valuable human 
resources. This study has been funded by Service Canada and is the third Service 
Canada-funded study on employment in the nonprofit sector in Ontario. The others were 
carried out in the Niagara Region and in London.  
 
CDH�s Halton Nonprofit and Voluntary Sector Labour Force Study has been conducted in 
conjunction with the work of the Regional Chairman�s Roundtable on the Non-Profit and 
Voluntary Sector, set up in 2005 to address issues related to the diminishing infrastructure 
faced by nonprofit organizations in Halton. 
 
The intent of this research is to provide nonprofit human service agencies in Halton with 
hard information for strengthening their own relationships with governments and other 
funders. It will also contribute to a knowledge base for the development of a sectoral 
strategy for stability and growth in Halton as community demands and needs change over 
the next decade.   
 
This study uncovers a dedicated, skilled and vital component of not only Halton�s local 
communities, but also of its local economy. Alarmingly, however, it also sheds light on a 
sector pushed to the limits of its human resource capacity, and precariously balanced 
between sustainability and disaster.   
 

1.1 A Decade of Growing Interest in the Nonprofit Sector 
Since the mid-1990s, there has been a growing research interest in the nonprofit and 
voluntary sector in Ontario and Canada. The impetus for this trend arose from the period of 
government restraint and cutbacks to public services triggered by the economic recession 
of the early 1990s. Downloading and devolution policies of provincial and federal 
governments created increased service demand at the community level, affecting both 
municipalities and community agencies in the voluntary sector. At the same time, many of 
the funding programs for community services were also being cut back (Hall and Reed, 
1998). 
 
Thus, the capacity of the voluntary sector to respond to the social and economic conditions 
of the 1990s, higher expectations for performance and accountability in the sector, and the 
need for clarity on reasonable allowances and limits in areas such as advocacy activity, all 
combined to focus more attention on the role of the nonprofit voluntary sector in Canadian 
life. 
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A spate of dialogue and research activity has ensued over the last decade, much of it at the 
national level through roundtables, forums and vehicles such as the Voluntary Sector 
Initiative. Groups like Imagine Canada, the Canadian Council on Social Development 
(CCSD), Canadian Policy Research Networks (CPRN) and Statistics Canada began to 
research the organizational capacities, finances, staff and volunteers in the voluntary sector 
with quantitative and qualitative methods including large surveys.  
 

1.2 Establishing the �Ground Level� Perspective 
The research findings on the sector in the last decade are encouraging. Clearly, however, 
these national research studies require some grounding and validating at the community 
level. It is important that national survey work be supplemented and enriched with research 
generated at the ground level in communities across the country. 
 
Locally, some areas attempted to measure the impact of the 1990s cuts on their voluntary 
sector community service organizations. CDH, for example, produced Meeting Human 
Needs: The Impact of Funding Restraints on Halton Agencies in 1997, reporting on findings 
of 59 respondents to an agency survey (Hildebrandt and McEwan, 1997). 
 
An important focus of further local and regional research must be the human resource 
capacity of the sector, both its paid employees and its volunteer component. In this regard, 
survey and focus group research has been done in Niagara Region, in London, Ontario, 
and in Toronto (Centre for Community Leadership, 2003; Daya, El-Hourani, and De Long, 
2004; Community Social Planning Council of Toronto and Family Service Association of 
Toronto, 2006). 
 
Community Development Halton (CDH) launched its current research path in November 
2003 when it organized the Funding Matters Workshop, a presentation and discussion of 
CCSD�s qualitative study of the funding environment of the voluntary sector (Scott, 2003). A 
series of recommendations were generated for further study and action on restoring and 
fortifying the sector�s infrastructure and service capacity, leading to the convening of the 
Regional Chairman�s Roundtable on the Non-Profit and Voluntary Sector under the 
leadership of Chairman Joyce Savoline (Community Development Halton, Funding Matters, 
2004).  
 
Concurrent with the deliberations of the Roundtable and interacting with it, CDH conducted 
this research on the human resource base of nonprofit human services in Halton.  
 

1.3 Research Methods and Data Collection 
This research has benefited from study of previous national and local surveys and other 
research and literature on the voluntary sector, especially over the last decade. CDH�s 
primary source of information for this report, however, is a detailed survey administered to 
nonprofit human services agencies in the region of Halton.  
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CDH intentionally targeted nonprofit human services organizations in Halton rather than the 
broad-based voluntary sector. To do so, CDH used the International Classification of Non-
Profit Organizations (ICNPO) system to select major categories and types of organizations 
within categories that suggest a human services focus (Hall et al., Cornerstones of 
Community, 2005, 58-63). This approach excluded major institutional nonprofit 
organizations such as hospitals, universities and colleges, which is a differentiation 
common in national survey research. The result was a typology for inclusion in the survey 
of organizations (Table 1) falling in the following six of the fourteen categories in the ICNPO 
classification system.  
 

Table 1: Selected ICNPO Categories/Service Types for Halton Survey 
Social Services: 

• Child welfare, child services 
and day-care 

• Youth services and youth 
welfare 

• Family services 
• Services for the handicapped 
• Services for the elderly 

 
• Self-help and other personal social 

services 
• Disaster/emergency prevention and 

control 
• Temporary shelters 
• Refugee assistance 
• Income support and maintenance 

 
Health: 

• Mental health treatment 
• Crisis intervention 

 
• Public health and wellness education 
• Health treatment, primarily outpatient 

 
Development and Housing: 

• Community and neighbourhood 
organizations 

• Social development 
• Housing associations 

 
• Housing assistance 
• Job Training programs 
• Vocational counselling and guidance 

 
Law and Advocacy: 

• Advocacy organizations 
• Civil rights associations 
• Ethnic associations 

 
• Civic associations 
• Legal services 
• Rehabilitation of offenders 
• Victim support 

                                                                                                                       
Education and Research: 

• Adult/continuing education 
 

• Social sciences, policy studies 
 
Grant-making, fundraising and 
voluntarism promotion: 

• Voluntarism promotion and 
support 

 
• Grant-making and fund raising 

organizations 

 
Applying this typology to the Halton Community Services Database (more than 4,000 
records) and searching for only nonprofit organizations, a list of 241 eligible nonprofit 
human service agencies in Halton was assembled. Listed agencies were invited to 
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complete the survey in either hard copy, mail-back questionnaire form or electronically 
through a web-based questionnaire. Follow-up prompts were made by e-mail 
communication and telephone to encourage agencies to complete and return the survey. 
The survey was administered and data collected between February and April, 2006.   
 
In addition to the questionnaire, agencies were asked for their detailed, audited financial 
statements for 2003 through 2005. 
 
Both quantitative and qualitative data were coded and input into SPSS for data processing 
and analysis. Quantitative data is reported in the form of tables and figures. Pushing the 
Limits reports some of the survey respondents� answers to open-ended questions and 
commentaries, which are provided in text boxes inserted throughout this document.   
 

1.4 Additional Input and Discussion 
In addition to the survey, the project conducted a study of literature and research relevant 
to the topic. As well, several focus groups were organized and conducted with paid staff 
and volunteers of the sports and recreation and the arts and culture communities, in order 
to gain an appreciation for similar and varying issues related to the human resource 
dimensions of these parts of the nonprofit and voluntary sector.  
 
The Project presented preliminary findings to the Regional Chairman�s Roundtable on the 
Non-Profit and Voluntary Sector in April 2006 and to a full assembly of 300 sector leaders 
at a forum organized by the Regional Chairman�s Roundtable on June 15, 2006. Following 
analysis of emerging issues, the Project conducted issue discussions with several groups 
of community sector leaders to test and get feedback on interpretation of the survey data. A 
final presentation of the findings and analysis was made to a second forum of sector 
leaders organized by the Regional Chairman�s Roundtable on November 1, 2006.   
 
Input from all of these sources was used to prepare this final Technical Report called 
Pushing the Limits.  
 
 



Pushing The Limits � Technical Report  5 
Challenges of Halton�s Nonprofit and Voluntary Sector Labour Force 

2. Organizational Overview 
 
The agency response to the Halton Nonprofit and Voluntary Sector Labour Force Study 
survey was very strong. Using the Halton Community Services Database, which has more 
than 4,000 entries of public, private and nonprofit organizations, CDH carefully assembled 
a list of 260 nonprofit human services agencies located in and serving Halton Region and 
its communities. The identified agencies were mailed a detailed survey (see Appendix II). 
The agencies were also given the option of accessing a web-based version of the survey 
and completing it in electronic format and submitting it on-line.  
 
Follow-up with respondents determined that 19 of the 260 agencies did not qualify as 
nonprofit organizations or were duplicates on the original list, thus reducing the qualifying 
nonprofit human service agency population located in or serving Halton and its 
communities to 241. Eighty-one (81) agencies returned the survey, a very high response 
rate of 33.6%.  
 

2.1 Organizational Status 
Replying to a question on organizational status, 62 of the 80 agency respondents (77%) 
state that they are incorporated as nonprofit organizations and have registered charitable 
status; 15 are incorporated as nonprofits only (19%); and only three are unincorporated 
organizations (4%).   
 
Eight respondents (10%) identify themselves as a chapter, branch, or sub-unit of a national 
nonprofit organization, six (7%) are affiliated with a provincial nonprofit organization, and 
three (4%) with an international organization. The remaining 63 agencies (78%) indicate no 
organizational affiliation with a parent or federated body.  
 
Just more than half of the agency respondents (53%) say they have a membership beyond 
their Board of Directors, ranging from two to 300 individual members with a median of 20 
individual members.1 Twelve respondents (15%) report having organizations as members 
also.  
 
Seventy-six agencies replied to the question on their date of incorporation or their start date 
if not incorporated. Figure 1 shows these results by decade from pre-1960 through to 2005. 
The survey response indicates that nonprofit human service agency growth in Halton 
started in earnest in 1970-79 and has held steady in the three decades since, including 15 
agencies starting or incorporating in the first five years of the current decade. Notably, of 
the ten agencies incorporating or starting prior to 1970, eight are organizations that are 
sub-units of, or are organizationally affiliated with larger provincial and/or federal charitable 
bodies. In fact, it is unclear in these eight cases whether the respondents are stating the 

                                                 
1 One agency claiming 16,000 members is excluded from this calculation. It is likely that the agency was 
reporting on the �informal� membership of its surro unding community in this response. 
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incorporation date of the parent organization or the start date of their own operations in 
Halton. For organizations operating at the local or regional levels within Halton and its 
communities, the pattern in Figure 1 conforms to the population growth of Halton Region 
over the last three and a half decades. 
 

Figure 1: Incorporation/Start Date of Halton Agency Respondents 
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2.2 Geographic Location and Coverage   

2.2.1 Main Office Location 
As Figure 2 shows, the survey response was fairly representative of the different parts of 
Halton in terms of the location of agencies� head offices. Respondents are almost equally 
representative of agencies in Burlington and Oakville at 35% and 37% respectively. Agency 
response from North Halton is 15% combining Halton Hills (11%) and Milton (4%).   
 
A particular feature of Halton is that agencies with head offices in neighbouring areas 
sometimes provide services to all or parts of the region. Hence, 13% of the agency 
respondents have their main office locations in Hamilton (6%), Mississauga/Peel Region 
(5%) and even Toronto (2%). Notably, since the survey was conducted, one of the 
agencies with a head office outside the region has re-located to Burlington. Of the 10 
remaining respondents located outside Halton, eight are organizations that are part of 
larger provincial and/or national federated charitable bodies. 
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Figure 2: Head/Main Office Location of Survey Respondents 
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Figure 3 shows the agency survey response in relation to the full list of nonprofit human 
services agencies for Halton. In terms of head office location, the survey response is fairly 
consistent with the distribution of serving Halton. Table 2 compares the breakdown of the 
total list of qualifying surveyed agencies with the actual agency survey response. 
 

 
Table 2: Comparison of Qualifying Agencies for Survey with Survey Agency 

Respondents on Head/Main Office Location 
 

Head/Main Office Location 
Percent of  
Qualifying 

Surveyed List 
(No. = 241) 

Percent of 
Survey 

Respondents 
(No. = 81) 

Burlington              29%               35% 

Oakville              34%               37% 

Halton Hills              10%               11% 

Milton                9%                 4% 

Hamilton                8%                 6% 

Mississauga/Peel Region                6%                 5% 

Toronto                2%                 2% 

Other                2%                 0% 

TOTALS             100%              100% 
 
The survey response reflects well the main office locations of the total number of nonprofit 
human service agencies qualifying for inclusion in the survey. Burlington agencies may be 
slightly over-represented (+6%) and Milton agencies slightly under-represented (-5%), but 
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otherwise the response is within 1% to 2% of the geographic distribution of nonprofit human 
service agencies in Halton and those serving Halton from outside the region. 
    

Figure 3. Geographic Distribution of Main/Head Office Locations of Surveyed and 
Responding Agencies to Halton Voluntary Sector Labour Force Study 
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2.2.2 Service Coverage 
In terms of service coverage, Table 3 shows that just over one-third of agency respondents 
say that they provide programs to all of Halton. Twelve of the agencies are based in 
Burlington and nine in Oakville. Four of the 11 agencies that have their head offices outside 
of the region say they provide programs to all of Halton. Respondents serving only 
Burlington (28%) and Oakville (29%) are about equal in number. Although only 12 agencies 
have their head office in North Halton, 26 agencies (31% of agency respondents) report 
providing programs to Milton and Halton Hills combined.   
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Table 3: Service Coverage of Halton Agency Respondents 
Agencies Provide Programs in: No. Agencies % of Agencies 

All of Halton                  29               34.9 

Burlington                  23               27.7 

Oakville                  24               28.9 

Milton                  15               18.1 

Halton Hills                  11               13.3 

Hamilton                  12               14.5 

Mississauga/Peel Region                    9               10.8 

Toronto                    4                 4.8 

Other                  11               13.3 

  
Six agencies based in Burlington and Oakville provide programs outside Halton, mostly in 
Hamilton and Mississauga/Peel, with several serving Toronto. Other areas where Halton 
agencies provide programs are mostly north and west of the region (Brampton, Cambridge, 
Kitchener-Waterloo, Wellington and Dufferin Counties, Guelph, etc.). 
 

2.3 Service Focus 

2.3.1 Service Populations 
Figure 4 indicates the range of population groups in Halton served by the responding 
agencies. As many nonprofit agencies serve multiple populations, the survey permitted 
respondents to identify the populations to which they �primarily direct� their services.   

 
Notably, a high proportion of agencies direct their services primarily at parents/families 
(44%), children (44%) and youth (37%). The National Survey of Non-profit and Voluntary 
Organizations (NSNVO) finds children or young people to be the second highest client 
group served (23% of agencies).2 The NSNVO results show elderly people as the third 
highest client group served, at 11% of organization, and persons with disabilities as fourth 
at 8%. In the Halton survey, 30% of agencies serve seniors, which is about mid-range in 
the population groups served. Persons with disabilities are ninth, with a still respectable 
23% of agencies serving this group.   
 
The most frequently identified population served in the NSNVO results is the general public 
(46%), which ranks eighth in the Halton survey, identified by 27% of agencies.3 The five 
populations least frequently identified as primary client groups in the Halton survey are 
immigrants/refugees (16%), ethnic communities (15%), sexual minorities (10%), offenders 

                                                 
2 Michael Hall et al. Cornerstones of Community: Highlights of the National Survey of Nonprofit and Voluntary 
Organizations. 2003 Revised Edition (Ottawa: Statistics Canada, Ministry of Industry, 2005), p.15, Table 3.1.  
3 Ibid., p. 15, Table 3.1. 
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(7%) and Aboriginal peoples (7%). These groups are also less frequently identified in 
NSNVO survey results.4    
 

Figure 4: Populations Served by Halton Agency Respondents 

6%

6%

10%

15%

16%

24%

28%

30%

30%

36%

37%

37%

44%

44%

Offenders

Aboriginal Peoples 

Sexual Minorities 

Ethnic Community 

Immigrants/Refugees

Persons with Disabilities

General Public

Men

Seniors

Women 

Youth 

Low Income People

Parents/Families

Children 

P
op

u
la

tio
ns

 S
e

rv
ed

% Responding Agencies

*Note: many agencies serve
multiple populations

Source: Halton Voluntary Sector Labour Force Survey, 2006

N=81

 
 

2.3.2 Major Areas of Service 
The survey asked agencies to identify �up to three major areas of activity,�  offering six 
categories of major activity areas with examples for each, which were drawn from the 
International Classification of Nonprofit Organizations (ICNPO), modified slightly for 
Canadian application.5 The survey�s six major activity categories were based on criteria that 
would define an agency population made up of nonprofit human services organizations, 
thus excluding organizations primarily involved in Arts, Culture, and Recreation; Health and 
Educational institutions; International, Environmental, and Religious organizations, etc. The 
Social Services class of the ICNPO was the closest to the desired agency population for 
the Halton Nonprofit and Voluntary Sector Labour Force Study, but selected elements of 
the other classes indicated in Table 4 also were considered relevant to the population of 
agencies qualifying for inclusion in this study.6   

                                                 
4 Ibid., p.15, Table 3.1. 
5 Ibid., pp. 58-63, Appendix A. 
6 See Appendix I for the process of defining and selecting the agency population for inclusion in the Halton 
Nonprofit and Voluntary Sector Labour Force Study.  
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Table 4: Rank Ordering of Major Areas of Service by Halton Agency Respondents 
Rank Ordering  

Major Areas of Service  
First 

Choice 

 
Second 
Choice 

 
Third 

Choice 

Combined 
Agency 
Choices 

Social Services 54% 17% 3% 74% 
Health 24% 16% 3% 43% 
Education & Research 6% 12% 9% 27% 
Development & Housing  9% 3% 9% 21% 
Grant-making & Voluntarism 4% 5% 9% 18% 
Law & Advocacy 4% 6% 6% 16% 

 
As Table 4 shows, the survey reached its prime target population, with almost three-
quarters of respondents (74%) identifying Social Services as a major area of activity in their 
top three choices and over half (54%) selecting Social Services as their first area of activity. 
Second-ranked as a major area of activity for agencies is the Health class, indicating a 
range of services focusing on community-based as opposed to institutionally-based health 
supports. The other major areas of activity identified among respondents are Education and 
Research (27%), Development and Housing (21%), Grant-making/Voluntarism Promotion 
(18%), and Advocacy (16%). 
 

2.4 Finances 
Respondents to the Halton Labour Force Study ranged from very small agencies with no 
funding to large multi-million dollar operations. Agency respondents report operating 
budgets ranging from zero to $38,000,000 in 2005. Median total operating budgets 
increased over the period 2003 to 2005 from $373,597 to $450,000.   
 
Altogether the total operating budgets of the 63 agencies providing complete information for 
2003-2005 indicate growth of $20.4 million between 2003 ($102.7 million) and 2005 
($123.1 million), a 19.8% increase over the two-year period. Notably, five of the seven 
agencies with revenues of $5 million and higher account for $14.8 million of that amount, 
72.6% of the total increase.7 The remaining $5.6 million of this increase, then, is spread 
among the 58 agency respondents with revenues below $5 million. 
 
Detailed financial information supplied by survey respondents was more complete for the 
year 2004 than for 2003 or 2005. Seventy-six (76) agencies provided detailed financial 
information for 2004 compared to 68 for 2005 and 67 for 2003. As the survey was 
conducted in the last quarter of the 2005-06 fiscal year, audited statements for 2005 were 
not always available from agency respondents. Therefore, reporting and analysis on 
respondents� finances in this study will use the 2004 data provided by 76 agencies (93% of 
the total agency respondents). 
 

                                                 
7 Two additional agency respondents in the $5 million plus revenue category did not provide financial 
information for 2003 and are, therefore, not included in these calculations. 
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2.4.1 Revenue    
 

Figure 5: Major Sources of Revenue of Halton Agency Respondents 
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Figure 5 shows that Halton agency survey respondents derive about 60% of their total 
revenue from Government sources according to their 2004 audited financial statements. 
About 27% of their revenue is Earned Income and 12% comes from Community Grants and 
Donations. Of the 12% of revenue from Community Grants and Donations, more than half 
(6.5%) comes from individual and corporate donations, 2.4% from United Ways, 2.1% from 
other fund raising, and 1.0% from public and charitable foundations. A more complete 
breakdown of the other major revenue categories is provided in Table 5 along with a 
comparison to revenue sources from 2003 from national survey results for Social Services 
organizations. 
 
Clearly, major sources of revenue for the nonprofit human services in Halton Region are 
fairly consistent with national survey patterns for nonprofit Social Services organizations. 
Provincial government funding is particularly important to this sector. The Halton survey 
results suggest that Halton agencies make up the 6% shortfall in Government funding, 
compared to the national survey results, by earning additional income from fees for service, 
membership fees, investment income, etc. 
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Table 5: Detailed Sources of Revenue for Halton Agency Respondents, 2004 and NSNVO, 
2003 

 
Halton Agency 
Respondents,  

2004 

NSNVO Social 
Services 

Organizations,  
20038 

Sources of Revenue 

Per Cent of All Sources 

Government: 
       Federal 
       Provincial 
       Regional 
       Municipal 

 
             3.6 
           54.2 
             1.7 
             0.5                

 
             5 
           54 
 
             7 

Total Government            60.0            66 

Earned Income: 
      Fees for Goods and Services 
      Investment Income 
      Membership Fees 
      Other 

 
           21.8 
             0.3 
             4.3 
             0.1 

 
           13 
             1 
             4 
             1 

Total Earned Income            26.5            209 

Community Grants and Donations: 
      Individual and Corporate Donations 
      Fund Raising 
      United Ways and Foundations 
      Public & Charitable Foundations 

 
             6.5 
             2.1 
             2.4 
             1.0 

 
             6 
 
             4 

Total Gifts and Donations            12.0            1110 

Other Income              1.4              3 

TOTALS            99.9          100 

 
National and provincial survey results, however, also reveal that larger agencies are the 
primary beneficiaries of government funding, which greatly skews the distribution of total 
revenue towards larger organizations.11 Combined, Table 6 and Figure 6 show that 
agencies with less than $500,000 in total revenue make up more than half the agency 
respondents to the Halton survey (56%) but took in only $5,105,341, which is 4% of the 
total revenues of $130.5 million to all agencies in 2004. This includes 25 agencies with less 
than $100,000 total revenues in 2004. In reporting this finding, it is also important to 
remember that it under-represents agencies with no staff, since they were less likely to 
have the human resources to complete and return the detailed survey.  
 

                                                 
8 Hall et al. Cornerstones of Community, p. 27, Modified Table 2.3. 
9 Ibid. Summed as it appears on p. 27 in Table 2.3. 
10 Ibid. Summed as it appears on p. 27 in Table 2.3. 
11 Katherine Scott et al., The Nonprofit and Voluntary Sector in Ontario: Regional Highlights of the National 
Survey of Nonprofit and Voluntary Organizations, (Toronto: Imagine Canada and Canadian Council on Social 
Development, 2006), pp. 16-18; Hall et al. Cornerstones of Community, p. 24. 



Pushing The Limits � Technical Report  14 
Challenges of Halton�s Nonprofit and Voluntary Sector Labour Force 

Table 6: Distribution of Total Revenue Across Halton Agency Respondents, 2004 
 

Agencies 
 

Revenue 2004 
Refer  

to 
Figure

6 

Revenue Levels 
No. % Amount ($) % 

$0 � $29,999 12    16.0       146,458         0.1 1 

$30,000 - $99,999      13    17.3       719,809         0.6 

$100,000 - $249,999        9    12.0    1,255,962         1.0 2 

$250,000 - $499,999        8    10.7    2,983,112         2.3 

$500,000 - $999,999      13    17.3    8,814,515         6.8 3 

$1,000,000 - $1,999,999        9    12.0  11,876,284         9.1 

$2,000,000 - $4,999,999        4      5.3  13,656,725       10.5 4 

$5,000,000 - $9,999,999        4      5.3  28,535,373       21.9 

5 $10,000,000+        3      4.0  62,558,699       47.9 

 TOTALS      75    99.9 130,546,937     100.2 

 
Figure 6: Percentage of Halton Agency Respondents and of Total Income by Annual 

Revenue Levels, 2004 
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2.4.2 Expenditures 
Table 7 shows totals for the different areas of expenditure of the Halton agency 
respondents for the year 2004. The expenditures total $126,046,000 with 64.7% going to 
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personnel costs, including salaries, wages and benefits to employees (63.6%) and external 
contractors (1.1%). The next highest expenditure is purchased goods and services at $28.7 
million (22.6% of total spending).12 Combined office expenses, occupancy costs, and 
professional fees (e.g., legal, audit), which could be considered administrative expenses, 
amount to 10.7% of total spending. Other expenses (2.0%) are mostly made up of reported 
depreciation charges.   
 

Table 7: Breakdown of Total Expenditures of Halton Agency Respondents, 2004 
Areas of Expenditure Total Expenditures 

($million) 
% of Total 

Expenditures 

Personnel: 
      Salaries/Wages/Benefits 
      External Contracts 
      Total Personnel 

 
80.7 
1.4 

82.1 

 
63.6 
1.1 

64.7 

Purchased Goods & Services 28.7 22.6 

Administration: 
      Occupancy Costs 
      Office Expenses 
      Professional Fees (e.g. audit) 
      Total Administration 

 
8.4 
4.3 
.9 

13.6 

6.6 
3.4 
0.7 

10.7 

Other Expenses 2.5 2.0 

TOTALS 126.9 100.0 
  

2.5 Major Issues and Challenges 
Agency respondents were asked open-ended questions about major organizational and 
financial issues and challenges that they face in the next five years. These qualitative 
responses were reviewed for how they clustered into major themes or categories and were 
coded for quantitative representation. This section reports these results along with 
examples of quotes from survey respondents.   
 
Qualitative responses were similarly collected from respondents on anticipated challenges 
and issues with respect to their paid employees and to the recruitment and retention of 
volunteers. These findings will be presented in sections 3 and 4 of this report respectively. 
 

2.5.1 Organizational Issues and Challenges 
Table 8 presents the clustered response of surveyed agencies on major issues and 
challenges facing their organizations in the next five years. Funding stability and 
sustainability is the primary concern of more than two-thirds of agency respondents (68%). 
Just over half of the respondents indicate that responding and adapting to population 

                                                 
12 Purchased goods and services are non-personnel expenditures for materials and support services used in 
program or service delivery. For example, a purchased good might be supplies for a youth program to 
produce public education posters. A purchased service might be the catering cost for a program event.   
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growth and emerging needs is a major issue (52%). Issues related to maintaining a strong 
staff base and recruiting volunteers are cited by just more than a third of respondents 
(35%). About one-third say attracting and retaining volunteers is a major anticipated 
challenge (32%). Just over one-fifth face constraints with respect to space and facilities to 
do their work (22%). Finally, 20% anticipate challenges arising from policy and structural 
change initiated by governments.  
 

Table 8: Major Organizational Challenges/Issues in Next Five Years 
 

Major Organizational Challenges/Issues 
 

Percent of 
Agency 

Respondents 

Adequacy, Stability, Sustainability of Funding/Finances 
�Funding is an issue as with all nonprofits. Both our volunteers and the 
community is [sic] getting �burned out�. We feel we must find a way to 
become more sustainable.� 
�Ongoing core funding so that staff time can be spent in service 
provision rather than proposal writing.� 
�The ongoing challenge is to find the resources and funding to respond 
to the need in our community.� 

 
68% 

Responding to Growing Needs, Service Development, Inclusion 
Issues 

�City of Burlington continues to grow and with that growth, the need for 
more social service resources. Families are met with waiting lists. The 
agency needs to help these families with connections in their 
communities even though the funding may not be there.� 
�Long waiting lists and getting longer.� 
�Growth in need for and provision of service as support for the 
marginalized in society lessens.� 

 
52% 

Maintaining a Qualified Staff Base 
�Attracting and retaining qualified staff. We have not had a cost of 
living increase since 1993 and our benefits are sub-standard. We have 
older staff nearing retirement and unless we can replace them with 
personnel of similar quality, the clients will not receive the same 
standard of care.� 
�Insufficient funding to maintain professional staff.� 
�Maintaining pay scales that will encourage strong staff to continue to 
work here.�  

 
35% 

Attracting and retaining Volunteers  
�Volunteers need specific training and building a volunteer base for 
longevity is a challenge.� 
�Volunteer work is wonderfully rewarding but it would be nice if we 
could have some paid staff positions� This would ta ke away some of 
the stress on our board secretary and board chair.� 
�Ability to secure Board members� that are availabl e to assist with 
finances, fund raising, policy development.� 

 
32% 

Managing Constraints and Pressures Related to Space, Facilities, 
Equipment, etc. 

�Affordable space . . . We are constantly having to negotiate desk 
space and office time to allow for the number of people contributing to 
our programs.� 
�The need for space to provide the community work we do. 

 
22% 
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Major Organizational Challenges/Issues 

 

Percent of 
Agency 

Respondents 

Appropriate, accessible and affordable space for requirements of 
particular concern to our organization.� 
�General organization. Board changes yearly, [need to] maintain a 
standard procedure for record keeping and passing down of this 
information.�   

Adapting to Policy and Structural Changes in the System 
�The LHINs will have legislative power to amalgamate agencies and 
agency functions. How will this affect us? The issue we will be facing is 
how we will reorganize to create efficiencies, especially in the 
administrative areas.� 
�Integrating our services with those of our partners.� 
�Political agendas of municipal, provincial and federal governments.� 

 
20% 

 

2.5.2 Financial Issues and Challenges 
Table 9 presents the clustered open-ended responses on financial challenges to nonprofit 
human services anticipated in the next five years. The two most frequent responses relate 
to the capacity for basic operational functioning. Core funding is articulated most frequently 
by respondents (36%), but resources to keep a qualified staff base and to attract and 
support volunteers follows closely as a major issue (31%).   
 
Of equal concern, at 28% of agency respondents, are the demands of funders and the 
ability to meet service demands and innovate. Meeting the challenge of fund raising (22%), 
dealing with inadequate levels of funding (16%) and, again, contending with policy and 
structural change in government (9%), especially the financial implications of the new Local 
Health Integration Networks (LHINs), are the final three financial concerns.   
 

Table 9: Major Financial Challenges/issues in the Next Five Years 
 

Major Financial Challenges/Issues 
Percent of 

Agency 
Respondents 

Need for Core Funding 
�Sustainability � short-term project grants do not like to fund 
administrative costs and will not typically fund beyond three years.� 
�Current funding has fallen below critical mass needed to sustain 
administration and significant programming, therefore programming 
has declined.� 
�Maintaining core services while inflation erodes our funding stability.� 

 
36% 
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Major Financial Challenges/Issues 

Percent of 
Agency 

Respondents 

Funding for Human Resources (Staff and Volunteers) 
�Volunteer positions are tasked with work that full-time staff positions 
[should do and] quite frankly need to be paid positions, if the work of 
the organization is recognized and the full value is attributed.� 
�Staff compensation increases to be able to be competitive with other 
employers and to attract needed skill sets for the clinical services 
provided.� 
�With so many legal requirements� volunteer and pai d staff must take 
on more responsibility and devote more time to the organization, which 
is unable to afford to pay anyone to take care of these responsibilities. 
[Childcare] teacher�s pay is too low for the time that is dedicated to the 
school and experience they provide.� 

 
31% 

Demands and Requirements of the Funding Regime 
�Our funding is always tied to a specific program and the funder pays 
for that service only. There is no �loyalty� to the agency as a service 
provider.� 
�Project-based funding initiatives � having to re-i nvent a project proven 
to be effective.� 
�Focus on funding or grantsmanship takes away from the essential 
work of the organization � abuse of Board of Direct ors� time.� 

 
28% 

Resources for Service Quality, Growth, Innovation 
�Our ability to increase the number and variety of services we offer.� 
�Attracting new funding to fill service gaps that currently exist.� 
�Financial resources to increase client service levels, reduce client wait 
times and through increased staffing and innovative programs.� 

 
28% 

Challenges of Fund Raising 
�Fund raising burn-out and developing a sustainable planned giving 
program to help reduce the demands of fund raising.� 
�Broad competition in the not for profit sector, probably to worsen as 
climate changes draw more giving to the international community � 
donor burn-out.� 
�Competing for community dollars with other agencies all with good 
services and causes.� 

 
22% 

Inadequacy of Funding 
�Cost of living increases � no increase in governme nt funding to 
accommodate these increases either in salaries or operating costs.� 
�Government subsidies do not necessarily change when costs 
increase.� 
�We have re-located to newer larger premises with a major increase in 
rent costs.� 

 
16% 

Policy and Restructuring Constraints 
�We are in two LHINs and are concerned that as a result we may lose 
funding from [one of them].� 
�Government program priority changes.� 

 
9% 

 
 



Pushing The Limits � Technical Report  19 
Challenges of Halton�s Nonprofit and Voluntary Sector Labour Force 

3. HUMAN RESOURCES: Paid Employees 

3.1 Size, Distribution, and Composition of the Paid Workforce in Halton�s 
Nonprofit Human Services 
Altogether, the 81 agency survey respondents in Halton report a total of 2,414 paid 
employees. This ranges from zero employees (five agencies) to 474 in one agency, 
indicating the wide ranging staff size of nonprofit human services agencies in the Region.   
 
The Ontario results of the National Survey of Nonprofit and Voluntary Organizations 
(NSNVO) study suggests that the total number of paid employees working in the nonprofit 
human services in Halton is over 4,400.13 This size of a paid workforce is on a scale 
comparable to other Halton industries such as: Real Estate, Rentals and Leasing (4,545), 
Arts and Entertainment (4,195) and Utilities (1,420). The estimated Halton non-profit human 
services workforce is just over half (54.4%) the size of the Public Administration workforce 
in Halton (8,085).14 
 
Nonprofit human services employees are distributed across a wide range of workplaces 
that vary by size, as shown in Table 10. Forty-one agencies, more than half the agency 
respondents (50.6%), have between one and nine employees. Five report having no 
employees (6.2%). Respondents having between 10 to 24 employees and those with 25 to 
99 employees are in equal proportion (18.5%). Only five respondents (6.2%) have 100 or 
more employees. The high number of smaller agencies with employees creates a low 
median of five for the total size of paid employees among the responding agencies, which 
is consistent with NSNVO�s national survey data.15   
 

                                                 
13 Applying the National Survey of Nonprofit and Voluntary Organizations (NSNVO) results for Ontario to the 
total Halton workforce of 204,600 produces the number 4,442 as the workforce total in the nonprofit human 
services in Halton. The NSNVO results for Ontario indicate that nonprofit employment makes up 16.7% of the 
total workforce in Ontario, of which Social Services make up 13% of the total nonprofit sector. See Scott et al., 
The Nonprofit and Voluntary Sector in Ontario, 2006, pp. 34-35. As the Halton Nonprofit and Voluntary Sector 
Labour Force survey response was 33.6%, multiplying the 2,414 employees reported by three to estimate a 
total workforce of more than 7,000 might be suggested, much higher than the Ontario survey estimates for 
Halton. The difference is more likely the result of over-representation in the survey response of agencies with 
paid employees as opposed to those without any employees as explained later in this section. As well, about 
12 survey respondents serve Halton but are located outside the region. They reported, however, on their 
whole staff complements and it was not possible to break out paid employees assigned by these agencies 
just to the geographic area of Halton.  
14 Statistics Canada, 2001 Census custom tabulation. In citing these figures as comparison to the nonprofit 
human services workforce, it is also important to note that the nonprofit human services make up about 13% 
of the total nonprofit workforce, so that the total employment in Halton across all nonprofit sectors is, of 
course, much higher, possibly challenging the top Halton workforce, the Manufacturing industry, which had 
32,150 workers in the 2001 Census, 15.7% of the total Halton workforce of 204,600. See Hemson Consulting 
Ltd., State of Halton�s Economy Report (Phase I and Phase II), Draft prepared for Halton Region (May 2006), 
pp. 15-18. 
15 Hall et al., Cornerstones of Community, p. 36, Table 3.8. 
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Although survey respondents are predominantly small and medium size in terms of staff 
complements, more than half the paid employees for agencies serving Halton (51.1%) work 
in five agencies as Table 10 also shows. Another 34.1% are employed by the 16 medium-
sized agencies (25 to 99 employees). Smaller agencies with one to 24 employees have 
only just under 15% of the total paid employee base among survey respondents. 
 
Table 10: Halton Region Nonprofit Human Services Employee Base Across Responding 

Agencies by Size 
Halton Labour Force Survey of Nonprofit 

Human Service Agencies 

 
Agency Respondents 

Agency 
Respondents� 

Paid Employees 

Number of 
Employees 

 
No. 

 
% 

 
No. 

 
% 

None 5 6.2 -- -- 

1 to 4 31 38.3 67 2.8 

5 to 9 10 12.3 61 2.5 

10 to 24 15 18.5 229 9.5 

25 to 99 15 18.5 822 34.1 

100 and higher 5 6.2 1,235 51.1 

TOTALS 81 100.0 2,414 100.0 
 
The general pattern of the Halton survey response on the distribution of paid employees is 
consistent with national survey results: a very high number of agencies employing smaller 
numbers of staff, with the bulk of the overall employment based in a fewer number of large 
agencies.16 The NSNVO, however, shows a much higher proportion of Social Services 
organizations with no paid employees, 31.3% compared to the Halton survey�s 6.2%. This 
reflects, no doubt, the Halton Nonprofit and Voluntary Sector Labour Force Study�s 
methodology using a detailed mail-in and web-based survey, which agencies without paid 
staff would be less likely to complete and return than agencies with staff. The NSNVO used 
a telephone survey, which could more easily elicit responses from organizations without 
paid staff.   
 
Finally, survey respondents identified the numbers of employees by position within their 
organization as shown in Table 11. The bulk of the workforce (74%) is engaged in 
professional/program/service occupations or direct service/front-line work with people and 
organizations. Just over 5% of employees are engaged in agency leadership through 
senior management roles and another 11.2% fill more operational level supervisory 
positions as managers and senior administrators. Just under 10% of employees provide 
office support to their agencies.  

                                                 
16  Ibid. p. 37, Table 3.9. 
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Table 11: Halton Agencies Employees by Positions (N=81) 

Position No. % of Total Staff 

Executive Directors 58 2.5% 

Department/Division Heads 59 2.6% 

Total Senior Management               117     5.1% 

Senior Administrators 68 3.0% 

Managers 189 8.2% 

Total Middle Management         257  11.2% 

Professional/Program/Service Workers 1,695 74.0% 

Office Support Staff 221 9.7% 

TOTALS 2,29017 100.0% 
 

3.2 Profile of Paid Employees in the Sector 

3.2.1 Gender 
Figure 7 shows that 89.5%, nine out of ten paid employees in the 81 responding agencies 
are women.18   
 

Figure 7: Halton Agency Respondents� Employees by Gender 

Female
 89.5%

Male
 10.5%

Source: Halton Voluntary Sector Labour Force Survey, 2006

N=81

 
                                                 
17 The total number in Table 11 is less than the number 2,414 in Table 10 because not all agency 
respondents provided a breakdown for all employee positions consistent with the total number of employees 
that they reported.   
18 It is important to note that one responding organization reported one employee as �transgendered,� wi th a 
comment that it is important in today�s Canada to offer that choice in surveys of this kind in order to reflect 
more accurately the full diversity of the workforce.  
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There is significant variation in gender breakdown by employee position reported by survey 
respondents. Figure 8 illustrates that the 9:1 ratio of female to male employees holds 
strongly for direct service workers (professional/program/service staff, 91% women) and 
office support staff (93.0% women), but falls to just over 4:1 for managers, senior 
administrators and department/division head employees (81%-85% women) and to 3:1 for 
executive directors (76% women). 

 
Figure 8: Gender Breakdown of Halton Agency Respondents� Employees by Position 
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3.2.2 Age 
Figure 9 indicates that employees in the responding agencies are predominantly in their 
middle working years, 67.5% being 26 to 45 years of age. As 2001 Census data indicates 
that the average age of Halton human services workers is 39 years, it is likely that the 
majority of respondents� workers in this age group are concentrated in the second half of 
the age range.19   
 
Employees 25 years and younger constitute only 7.1% of the agencies� employees, which 
does not compare favourably with the rate of participation of this age group in the overall 
Halton workforce (14.5%).20  
 

 

                                                 
19 Community Development Halton, Halton Human Services Sector Labour Force Profile, Working Paper 
series #2, (2006), p. 8.   
20 Statistics Canada Census, 2001.  



Pushing The Limits � Technical Report  23 
Challenges of Halton�s Nonprofit and Voluntary Sector Labour Force 

Figure 9: Halton Agency Respondents� Employees by Age Groups 
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Source: Halton Voluntary Sector Labour Force Survey, 2006
N=81

 
 

Figure 10 shows that employees working directly in the provision of programs and services 
make up the largest proportion of the 26 to 45 years age group (75.4%). Middle 
management, composed of managers/supervisors and senior administrators, is strongly 
visible in this middle age group as well (55.4%), even higher than in the group 46 to 65 
years of age (43.2%). As expected, senior management has the highest proportion of older 
employees (64.2% in the 46 to 65 years range) comprising  48.1% of department/division 
heads and 80.8% of executive directors.  
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Figure 10: Halton Agency Respondents� Employees by Age Groups and Positions 
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3.2.3 Education and Experience 
The Halton Nonprofit and Voluntary Sector Labour Force Study survey reflects a well- 
educated workforce in relation to the overall workforce in Halton. Figure 11 shows that 
more than three-quarters of employees (76%) in the surveyed agencies have a college 
certificate or university degree and another 9.4% have some postsecondary education. 
This is higher than the 71% of the overall Halton workforce with a community college 
certificate/diploma, university degree and/or some post-secondary education. Only 15% of 
the agency respondents� workers have high school graduation or less as their highest level 
of education.   
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Figure 11: Halton Agency Respondents� Employees by Education Levels 
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Figure 12 looks at the education of Halton survey respondents� employees by positions 
within their agencies. Senior management has the highest level of postsecondary 
education, with approximately 30% of department/division heads and executive directors 
having undergraduate and/or graduate/professional degrees. Those in positions below 
senior management, including almost half of office support employees (45.9%), have 
primarily college certificates or diplomas. Since these are the ranks from which future 
senior management for the sector may be drawn, an important question arises about 
opportunities and supports for employees at this level to advance their postsecondary 
educations at the undergraduate or graduate/professional degree levels. 
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Figure 12: Halton Agency Respondents� Employees by Education Levels and Positions 
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Work experience in the sector is also an important employee asset. Figure 13 indicates that 
agency respondents say that just over one-fifth of their employees (22%) have under one 
year of service with their agencies and just over one quarter (26%) have one to three years. 
Over a third of employees (34%) have four to ten years of service, and 18% have more 
than ten years. 
 

Figure 13: Halton Agency Respondents� Employees by Years of Service 
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As expected, Figure 14 shows that senior management has more years of experience, with 
the category of department/division heads actually having a slightly higher proportion with 
more than ten years experience (48%) than executive directors (43%). There is fairly good 
distribution of experience in the four to ten year range across positions below that of 
executive director. 
 
One noticeable difference is the higher proportion of senior administrators with under one 
year of service (33% as compared to 22% average across all positions). The job functions 
presented to survey respondents for the senior administrator position described �positions 
dedicated to organizational rather than program/service operations (e.g., Executive 
Assistant, Office Supervisor/Manager, Fund Raiser, Media Relations, Accountant).� Does 
the high proportion with less than a year�s experience reflect a possible recent trend of 
agencies recognizing the need for staff dedicated to tasks related to organizational 
maintenance or reinforcement?  
 

Figure 14: Halton Agency Respondents� Employees by Years of Service and Position 
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3.2.4 Diversity 
The Halton Nonprofit and Voluntary Sector Labour Force Study survey was not 
administered to employees, so that direct information on employee self-identification with 
diverse communities within the population was not available. Agencies were asked, 
however, to indicate whether they employed people who self-identified with a number of 
diverse groups. Figure 15 shows the results. Over 38% of agencies report that their 
employees include people who self-identify as people of colour, commonly understood as 
equivalent to visible minorities. Almost 16% indicate that they have employees who self-
identify as newcomers. 
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Employees self-identifying as having a disability and those who self-identify as LGBTQ are 
found in 24.1% and 21.7% of agencies respectively, while 7.2% of agencies indicate 
employing Aboriginal people.21 
 
Figure 15: Halton Agency Respondents� Employees Self-Identifying with Diverse Groups 
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Although the survey findings cannot be confidently converted into any estimates of actual 
employees self-identifying with these groups, it is notable that agencies reporting no 
employees self-identifying with these diverse parts of the community range from 61% to 
93%. Only one in five agencies has self-identifying employees in all six areas of diversity 
presented. At the least, this suggests the need to set improved benchmarks for diversity in 
employment in the sector for Halton, especially as its population grows and encompasses a 
wider range of diversity.  
 
Agencies provided some additional information on their workforce diversity. A multi-lingual 
capacity among employees is one good measure of workforce diversity. In the Halton 
survey, 74 agencies report the proficiency of their employees in languages in addition to 
English along two dimensions � ability to communica te basic information in the language 
and/or capacity to provide the agency�s services in the language. Table 12 shows the 
response. All percentages reported are based on the 74 agencies that responded to the 
question.  

                                                 
21 It is important to note here that the survey question inquired whether agencies had any employees who 
self-identified as �sexual minorities,� not LGBTQ ( Lesbian/Gay/Bi-sexual/Transgendered/Queer). Feedback 
from a local advocacy organization objected to the use of �sexual minority� in the questionnaire in li eu of a 
variant of LGBTQ, which is the LGBTQ community�s own preferred terminology. Hence, the findings for this 
part of the survey are reported in this way. 
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Table 12: Language Proficiency Among Employees in Halton Agency Respondents 

(N=74) 
Official Language  

Additional Non-Official Languages 
Employee Language 

Proficiency French 
 

No.             % 

First 
 
No.            % 

Second 
 
No.         % 

Third 
 
No.          % 

Communicate Basic Information 13 17.5 6 8.1 4 5.4 3 4.0 

Provide Services 4 5.4 2 2.7 3 4.0 2 2.7 

Both Information & Service  Provision 9 12.1 8 10.8 2 2.7 1 1.3 

TOTALS 26 35.0 16 21.6 9 12.1 6 8.0 

 
Just over a third of agencies (35%) indicate some proficiency in French, particularly in 
terms of communicating basic information. Beyond the Official Languages, just over 21% of 
responding agencies have some proficiency in a third language, 12.1% in two additional 
languages and 8.1 % in three additional languages. 

 
Altogether, agencies say that their employees have some level of proficiency in 14 
languages beyond English and French, Spanish being most often identified (seven 
agencies), followed by Polish (five), Italian (three), German, Urdu and American Sign 
Language (two each) and Mandarin, Cantonese, Portuguese, Romanian, Arabic, Punjabi, 
Hindi, and Welsh (one each).   
 
It is important to note that the responses on language proficiency do not suggest a �core 
multi-lingual capacity� in the agency base (i.e., commitment to hiring personnel with certain 
language skills for specific job purposes such as working with a minority language 
community). Rather, the findings reflect the linguistic capacity of existing employees 
whether or not those skills are used on the job. 

3.3 Stability of Employment 
The Halton Nonprofit and Voluntary Sector Labour Force Study survey results are highly 
consistent with national survey findings on changes in number of employees over a three-
year period, even though the recent three-year periods are not exactly the same. Table 13 
shows that increases, no change, and decreases in total staff over the last three years 
(2002-2005) for survey respondents are within several percentage points of the national 
survey respondents in the Social Services sector for the 2000-2003 period.   
 
Despite resource constraints and difficult operating environments, neither the national 
survey nor Halton survey respondents report drastic loss of staff during the respective 
three-year periods. Rather, in each survey, about half of the respondents say that their total 
number of employees has stayed the same over the last three years and that 37.3% of 
Halton agency respondents and 38% of national survey respondents increased their 
employee numbers. 
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Table 13: Changes in Numbers of Total Employees Over Three-Year Periods, Halton 
Agency Respondents (2006) by Organization Size and Compared to National Survey 

Results (2003) 
In the last three years the total number of paid 

staff in the organization has: 
 

Size of 
Organization by 
Number of Staff 

Increased Stayed the 
Same 

Decreased 

 
 

TOTALS 

Halton Survey: 
Less than 10 staff 
No. = 37 agencies 
Yr. 2002-2005 

 
21.6% 

 
67.6% 

 
10.8% 

 
100.0% 

Halton Survey: 
More than 10 staff 
No. = 30 agencies 
Yr. 2002-2005 

 
56.7% 

 
26.7% 

 
16.6% 

 
100.0% 

 
All Halton Survey 
Respondents, 
No. = 67 agencies 
Yr. 2002-2005 
 

 
 

37.3% 

 
 

49.3% 

 
 

13.4% 

 
 

100.0% 

 
NSNVO22 
Social Services 
Yr. 2000-2003 
 

 
 

38% 

 
 

51% 

 
 

11% 

 
 

100.0% 

 
The NSNVO results reported that larger agencies especially in the highest revenue 
categories had staff increases in the three year period. Similarly, Table 13 indicates that 
agencies in Halton with ten and more staff were more likely than agencies with less than 
ten staff to have had staff increases between 2002 and 2005. Agencies with ten and more 
staff were also slightly more likely to have experienced a staff reduction, 16.6% compared 
to 10.8% of agencies with less than ten staff. The agencies with smaller staff bases mostly 
say that their staff complements stayed the same over the last three years (67.6%). 
 

                                                 
22 Hall et al., Cornerstones of Community, p. 40, Table 3.13. 
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Figure 16: New Hires and Permanently Leaving Employees in Halton Agency 
Respondents in Last Three Years 
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In terms of staff turnover, Figure 16 shows that just over 75% of agency respondents to the 
Halton survey say that employees have left in the last three years, which is offset by 85% 
reporting that there were new hires in the last three years. This reinforces the findings of 
Table 13 that overall staff bases in the nonprofit human services have remained relatively 
the same with a slight increase rather than decrease. Ninety percent of Halton agency 
respondents also report that they have no positions that have been vacant for an extended 
period of time.  
 
Investigating further why employees leave their jobs with nonprofit human service 
agencies, 54 agency respondents articulated a range of reasons, which cluster into the 
following three main groupings shown in Table 14:  

(a) Competitive job factors related to retaining employees in the sector  
(b) General reasons that people leave employment regardless of sector; and 
(c) Factors related to funding and pressures on the nonprofit sector 

 
 

Table 14: Reasons for Leaving Employment with Halton Agency Respondents 

Reasons for Leaving 
Employment Permanently 

Frequency of 
Reason 

(No. of Agencies 
Responding = 54) 

Grouped Response 
(% of Total Agency 

Responses) 

Competitive Job Factors: 30 43% 

Wages/Compensation 15 

Hours/Status (PT, Temp.) 11 

Benefits 4 
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Reasons for Leaving 
Employment Permanently 

Frequency of 
Reason 

(No. of Agencies 
Responding = 54) 

Grouped Response 
(% of Total Agency 

Responses) 

General:  29 41% 

Personal (Health/School/Family)  13 

New job opportunity 6 

Retirement 7 

Lay-off, Quit, Fired 3 

 

Sector Pressures:  11 16% 

Contract work 8 

Restructuring 2 

Funding ended 1 

 

TOTAL No. Agency Responses 70 100% 
 
Halton agency respondents attribute the loss of permanent staff over the last three years 
slightly more to the sector�s inability to compete with other job opportunities on factors 
important to employees (43%) than to reasons related to personal choices and 
circumstances (41%). Factors related to other resource and structural pressures particular 
to the nonprofit sector make up 16% of all responses on reasons for job leaving, with time-
limited contract work constituting half of that grouped response. 

3.4 Quality of Employment 
The foregoing suggests that, although the overall employment base in nonprofit human 
service agencies in Halton is relatively stable, competitive factors in the job market are 
costing agencies the loss of employees. This section will review the quality of employment 
available in this sector in terms of job status, salaries/wages and benefit coverage as 
reported by agency respondents. 
 
The ability to maintain a permanent staff base provides more job security to employees. 
Temporary and contract employment is less secure and can create situations where good 
employees are susceptible to being lost to other job opportunities that offer permanent job 
status.   
 
Also, a higher level of full-time employment is considered more satisfactory, as it is related 
to higher levels of income and more frequent access to benefit coverage. Many people 
working part-time, however, do prefer the arrangement for personal, family and other 
reasons, such as educational pursuits.23  
 

                                                 
23 Katherine Marshall, �Part-Time by Choice.� Perspectives on Labour and Income. Catalogue No. 75-001-
XPE. (Ottawa: Statistics Canada, November 2000), pp. 5-17. 
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3.4.1 Job Status: Permanent vs. Temporary 
In national survey findings for nonprofits, the split between permanent and temporary job 
status in the Social Services sector is 65% to 35% respectively.24   

 
A first look at the Halton Nonprofit and Voluntary Sector Labour Force Study survey 
suggests a healthy picture of job status using the measures of permanent versus temporary 
employment. Overall, Figure 17 shows that almost 85% of employees have permanent 
positions and only a little more than 15% have temporary or contract positions, which is 
much more favourable than the national survey results for the nonprofit human services 
sector.  
 
Permanent versus temporary jobs, however, vary significantly by position. Permanent job 
status is the norm for senior management employees compared to 
professional/program/service employees (i.e., direct service workers) and office support 
staff, although more than 80% of those in these positions also have permanent 
employment.   
 
Closer investigation of these results, however, reveals an important difference by size of 
nonprofit agency. Larger agencies with total employee bases of 100 or more have a much 
higher proportion of permanent employees. This is especially true at the direct service staff 
level as conveyed in Figure 18. Agencies with less than 100 staff report that just over 73% 
are in permanent positions, while 26.4% are working on a temporary/contract basis. This is 
well below the overall levels of permanent job status (84.8%) and is significant, as direct 
service staff make up the bulk (74%) of the overall employee base in Halton�s nonprofit 
human services sector. 
 

                                                 
24 Hall et al. Cornerstones of Community, p. 38, Table 3.11. 
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Figure 17: Halton Agency Respondents� Employees: Permanent and Temporary/Contract 
Work 

82.6%

82.7%

84.8%

91.9%

95.4%

17.4%

17.3%

15.2%

8.1%

4.6%

Office Support

Prof/Prog/Serv Staff

All Staff

Middle Management

Senior Management

P
os

iti
on

s

% Employees
Permanent

Temporay/Contract

Source: Halton Voluntary Sector Labour Force Survey, 2006
 

 
Of further interest is that the group with less than 100 staff includes 17 agencies with one to 
nine staff, which employ 51 direct service workers. In this group only 58.8% are permanent 
staff and 41.2% of positions are temporary/contract. Eleven of these agencies report having 
no permanent direct service staff at all, totally relying on temporary and contract staff for 
their service delivery. These agencies, of course, do not include the five respondents who 
report having no paid employees at all. Clearly, the smallest agencies hold the most 
insecure jobs for their employees on this measure of permanent versus temporary work 
and they make up the vast majority of nonprofit human service agencies. 
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Figure 18: Job Status of Direct Service Staff: Permanent and Temporary/Contract by 
Total Agency Staff Size of Halton Agency Respondents 
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3.4.2 Job Status: Full-time vs. Part-time Work 
The national survey results for the Social Services nonprofit sector indicate that full-time 
workers constitute 57.1% of the sector�s workforce and part-time workers, 42.9%.25 The 
level of part-time employment for the nonprofit sector in Ontario is much higher than the 
Ontario average for all jobs (18.8%).26 In Halton the proportion of part-time employment in 
all industries is 22%.27 This is well below the 34.1% level of part-time employment among 
Halton nonprofit agency respondents shown in Figure 19.  
 

                                                 
25 Ibid. p. 38. 
26 Scott et al., The Nonprofit and Voluntary Sector in Ontario, p. 36. 
27 Community Development Halton, Halton Human Services Sector Labour Force Profile. Working Paper 
series #2, p. 12. 
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Figure 19: Halton Agency Respondents� Direct Service Workers� Full-Time versus Part-
Time Status by Size of Agency 
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As with permanent versus temporary work, direct service workers in agencies responding 
to the survey have a much higher share of part-time work than do managers. Less than one 
out of ten senior management employees (9.3%) and middle management employees 
(7.7%) are part-time. Four out of ten direct service staff, however, are part-time in the 
survey response (40.7%). Office support staff are almost at the same level with 37.4% part-
time employment. Figures 19 and 20 indicate that part-time employment in these two 
positions also varies according to the size of the agency.  
 
In surveyed agencies with under 10 staff, seven of ten (70.6%) direct service employees 
work part-time. In medium-sized agencies with between 10 and 99 staff, just over 36% of 
direct service workers are on part-time hours. This rises to 41.6% for direct service workers 
in larger agencies (100 or more staff), suggesting that larger agencies may use part-time 
direct service staff to some degree as a flexible contingency workforce. 
 
Office support staff progress fairly steadily from 20.0% full-time work in small agencies to 
71.4% full-time work in large agencies with 100 or more staff as seen in Figure 20. This 
suggests that, as administrative needs grow with the size of the agency, office support 
requirements shift from part-time to full-time arrangements with employees.  
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Figure 20: Halton Agency Office Support Staff�s Full-Time versus Part-Time Status by 
Size of Agency 
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3.4.3 Wages/Salaries 
The findings of the Halton Nonprofit and Voluntary Sector Labour Force Study survey are 
consistent with Census data and previous research on salaries and wages in the nonprofit 
human services field. The median annual salary/wage among the survey respondents is in 
the $30,001 to $40,000 range. Figure 21 indicates that this range applies most directly to 
direct service worker positions among the survey respondents. Even senior management 
positions, however, fall primarily between $50,001 and $70,000 in annual income, as 
compared to the $77,419 reported by Census Canada as average annual salary income 
levels for Halton residents in management occupations.28   
 

                                                 
28 Ibid. p. 17. 
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Figure 21: Halton Survey: Annual Salary/Wage Ranges for All Employee Positions 
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Almost 40% of agency respondents report increasing employee salaries at a level 
equivalent to the rate of inflation for the last three years and another 45% indicate salaries 
have stayed about the same in the last three years. Three agencies (4.4%) say that staff 
salaries have decreased significantly in the last three years. Only seven agencies report 
having increased staff salaries more than the rate of inflation over the last three years.   
 

3.4.4 Benefits 
Employee benefit coverage provided by agency respondents is portrayed in Figure 22. The 
highest level of coverage is for statutory obligations (e.g., minimum paid vacation time), 
controllable costs (mileage, in-service training) and non-direct cost benefits (lieu time for 
overtime, sick and bereavement leaves). Benefits with more substantial employer and 
employee cost contributions (dental care, life insurance and long-term disability insurance) 
are provided in more than 50% of the agencies. Other benefits are provided by fewer than 
50% of responding agencies, especially retirement income benefit plans. 
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Figure 22: Halton Agency Respondents: Benefit Coverage Provided 
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Seventy agencies answered a survey question about whether employee benefits were 
equitably available to all their employees. Just over 40% replied that not all employee 
benefits were available to all employees, indicating differences favouring managerial, 
permanent and full-time positions for the most part. Almost 40% of all responding agencies 
also indicate that they have experienced significant increases in the cost of premiums for 
their employee benefit plans in the last three years.  
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3.4.5 Employee Training Needs 
Figure 23: Priority Employee Training Needs for All Positions Combined of Halton 

Agency Respondents 
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Survey respondents were offered a list of twelve areas for employee training and were 
asked to select the top three priority training areas for their employees by job position. Ten 
of the twelve areas were chosen from national survey research. An eleventh, �Working with 
Volunteers� was added as a training area of interest of particular relevance to this research 
project. A twelfth choice �Other� was added for res pondents to offer their own preferences. 
Figure 23 shows the agency survey response for priority employee training needs for all 
positions combined. 
 
�Use of technology�, �Communications Skills� and �U pdating Professional Skills� were the 
top three priority training need areas identified in 11% to 17% of all choices. �Use of 
technology� is highest across all job categories, except for the professional/program/service 
employees for whom it falls behind �Communications Skills� and is about equivalent to 
�Updating Professional Skills.�   
 
Notably, �Fund Raising� and �Partnership Management � were tenth and eleventh in priority 
choices, ranking relatively low even on the respondent choice list for senior management. 
�Marketing/Public Relations� and �Financial Managem ent� were identified as the second 
and third highest choices for training for senior management.  
 
�Working with Volunteers� as a training need area r anked as the fourth highest choice for 
direct service employees but was the second last most frequently identified training need 
for Senior and Middle Management.  
 



Pushing The Limits � Technical Report  41 
Challenges of Halton�s Nonprofit and Voluntary Sector Labour Force 

Of the 70 agencies replying to the inquiry about how many employees received training 
through the agency in 2005, only seven (10%) indicated �none.� 29  Altogether, respondents 
report a total of 1,182 employees receiving training in 2005, which is almost half (48.9%) of 
the total employee base among all respondents.   
 
Table 15 shows that training through agencies is not limited to larger organizations. 
Twenty-nine (29) agencies with four staff or less and nine (9) with five to nine staff say that 
they provided training to their employees in 2005.  
 

Table 15: Employee Training Provided by Agency Respondents by Staff Size 
Agency Respondents by Number of Paid Employees 

(N = 70) 
No. of 

Employees 
Receiving 
Training  

0 to 4 
 

5 to 9 
 

10 to 24 
 

25 to 99 
 

100+ 
 

Totals 

None           6         1         --          --          --        7 

1 to 3        20         4         --          --          --      24 

4 to 10          2         4         4          --          --      10 

10+          1         0       10        14          4      29 

Totals        29         9       14        14          4      70 
  
In terms of resources for employee training, agencies identified the range of funding 
sources that they use to cover training costs. Table 16 indicates that almost three-quarters 
of agency respondents (74.6%) use their core operating budgets for employee training. 
This primary source of training cost coverage far outstrips the next three most frequent 
funding sources for employee training, which are: Voluntary sector training programs 
(29.6%), Project funding with training budgets (26.8%) and Government training programs 
(22.5%). Using self-generated agency revenue (16.9%) or employee coverage of their own 
training (11.3%) are the two least frequent ways of funding employee training. 
 

Table 16: Agency Respondents� Main Sources of Funding for Employee Training 
Main Source of  

Employee Training Funding 
Respondent Use 

(N=71) 
No.                   % 

Agency�s Core Operating Budget  53                 74.6 

Voluntary Sector Training Programs  21                 29.6 

Project Funding with Training Budgets  19                 26.8 

Government Training Programs  16                 22.5 

Self-generated Agency Revenue  12                 16.9 

Employee Coverage of Training    8                 11.3 

 

                                                 
29 The seven reporting �no employee training� in the last year include one agency without any staff.  
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3.5 Major Employee Issues/Challenges 
The survey asked agency respondents to state, in their own words, up to three major 
issues or challenges related to their paid employees that they anticipated encountering in 
the next five years. As summarized in Table 17, the two most frequent clusters of response 
speak to struggles with a more competitive labour market. The most frequently cited issues 
and challenges are �providing adequate compensation for employees� (49% of agency 
respondents) and �attracting and recruiting qualified staff� (44%). A second tier of 
responses relates to �job quality and working conditions� (19%), �organizational capacity to 
support employees� (17%) and �providing training an d development opportunities for 
employees� (14%). 
 

Table 17: Major Issues Related to Paid Employees in the Next Five Years Identified by 
Halton Agency Respondents 

 
Major Issues Related to Paid Employees 

Percent of 
Agency 

Respondents 

Adequate and Competitive Compensation and Benefits 
�Hiring and retaining staff due to agency�s inability to increase salaries.� 
�Challenge in being able to continue to provide the kinds of health 
benefits we have offered in the past. Our usage of the [employee health 
plan] is high and resultantly, we have incredibly high renewal fees.� 
�Benefit costs and costs in general are increasing. With no additional core 
funding, staffing is under pressure even when salaries are not increasing.� 

 
49%                

Attracting and Retaining Qualified Competent Staff 
�Challenge of being able to attract and keep qualif ied staff as we cannot 
offer �competitive� salaries for several positions.� 
�Retaining staff due to gaps in funding.� 
�Staying competitive in this field and not lose staff to the school board.� 

           
         44%                      

Dealing with Job Quality and Working Conditions 
�Continued pressure of increased workload with continued limited 
resources.� 
�The high demand for evening and weekend hours make it hard to attract 
and keep staff.� 
�Part-time work only appeals to certain people. Many leave when full-time 
opportunities present themselves.�  

 
         19% 

Organizational Development and Capacity to Support Employees  
�Our project grants are unsustainable� and not rene wable. Project grants 
also tend not to offer dollars for admin costs, which causes further stress 
on core budgets.� 
�Our overhead costs have all increased, but our funding has been frozen 
for approximately ten years.� 
�Expansion of workplace to include newly created positions.� 

 
         17% 

Providing Staff with Training and Development 
�Provide staff with increased opportunities for training and development.� 
�Upgrading/maintaining [staff] skills.� 
�Shortage of funds for ongoing [staff] training.� 

 
         14% 
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4. HUMAN RESOURCES: Volunteers 
Volunteers are an essential resource to the entire nonprofit sector in governance, fund 
raising, delivering programs, and a variety of other activities. The NSNVO notes from its 
national survey in 2003 that �[v]irtually all nonprofit and voluntary organizations rely on 
volunteers to some degree, and more than half rely solely on volunteers to fulfill their 
mission.�30 The NSNVO results show that volunteers in Social Services organizations make 
up 11.8% of all nonprofit volunteers, falling third behind those in Sports and Recreation 
(20.9%) and Religion (19.0%). In terms of contributed time, however, Social Services 
volunteers give 20.4% of total volunteer hours, just behind those in Sports and Recreation 
(22.8%).31 
 
The Halton Nonprofit and Voluntary Sector Labour Force Study inquired about the 
volunteer base of nonprofit human service agencies in Halton. It was anticipated, however, 
that agencies responding to the survey would not have as specific and precise information 
on their volunteer involvement as they had for their employees. Twelve (12) of the 81 
responding agencies did not provide a full breakdown of the information on their volunteer 
base.  
 
Given the lower probability of recorded information on volunteer numbers and 
characteristics, for many questions agencies were asked, if they did not have the exact 
information, to provide their best estimates on numbers of volunteers. Also, as volunteer 
participation can range from small to very high numbers in different agencies, and in order 
to expedite agency response to the survey, the electronic version of the survey offered 
ranges for estimates in many response categories. For example, the electronic version of 
the survey asked respondents to indicate how many of their volunteers were women or 
men from a series of options ranging from zero, to 1 to 10, 11 to 20, 21 to 30, and so on up 
to 500 or more.   
 
The hard copy mailed version of the survey asked respondents to estimate with whole 
numbers. When processed, the lowest numbers in the ranges from the electronic version 
were incorporated into the data set. Therefore, the volunteer numbers in the data reported 
in this section are conservative or low end estimates. 
 

4.1 Scale of Volunteer Participation 

4.1.1 Volunteer Numbers 
Altogether, 70 of the 81 survey respondents reported their total number of volunteers. This 
total amounts to 7,933 volunteers in all. One agency, reporting 1,200 volunteers was the 
only agency at more than 1,000 volunteers and was separated by more than 400 
volunteers from the nearest cluster of five large agencies with volunteers in the 500-800 

                                                 
30 Hall et al. Cornerstones of Community. p. 32. 
31 Ibid., p. 33, Table 3.2.  
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range. As no further breakdown of the 1,200 volunteers was provided by the agency, it 
could be considered an �outlier� in the survey data set. Disregarding that agency�s volunteer 
numbers, the survey results reflect information on a total of 6,733 volunteers provided by 
the remaining 69 agencies. 
 
Table 18 indicates the breakdown of agency response by number of volunteers. Most of the 
survey respondents (68.1%) have from 10 to 99 volunteers. This is consistent with NSNVO 
survey results for Ontario, which show that a high proportion (64%) of nonprofit agencies 
has one to 99 volunteers and a smaller proportion (16%) has volunteers in numbers 
exceeding 100.32 Similar to the provincial and national survey findings, then, most Halton 
agency respondents have under 100 volunteers. 
 
Among all responding agencies, the median number of volunteers is 35 (i.e., half the 
agencies reporting more than 35 volunteers and half less)   
 
Of agencies in the two highest ranges (100 to 199 and 200 or more), 75% of volunteers are 
concentrated in 14 agencies, pushing the average number of volunteers per agency across 
all respondents to 96.   
 
The number of volunteers in not dependent on the size of the organization in terms of staff 
or revenue. It is important to note that only two of the respondents with more than 200 
volunteers are large agencies with more than 100 paid staff; only one agency with 100 to 
199 volunteers has between 51 to 99 employees. Eight of the respondents with more than 
100 volunteers have staff numbering 25 or fewer, including four with zero to five staff.   
 

Table 18: Agency Survey Respondents by Number of Volunteer Participants 
 

Halton Survey Respondents 
 

Total Size of 
Agency Volunteer 

Base 
 

Agencies 
No.               % 

 
Volunteers 

No.                % 
1 to 9      8              11.6      48            0.7 
10 to 24    19              27.5    282            4.2 
25 to 99    28              40.6 1,360          20.2  
100 to 199      6                8.7    844          12.5 
200+      8              11.6 4,199          62.4 
TOTALS    69            100.0 6,733        100.0 

  

4.1.2 Type of Volunteer Activity 
Survey respondents indicated the degree of volunteer involvement in different roles with 
their agencies. Table 19 illustrates the range and level of involvement of volunteers in 
different activity areas with the survey responding agencies. Participating in program 
delivery (61.6%) is the highest level of volunteer activity by far. Fund raising activities are 

                                                 
32 Scott et al. The Nonprofit and Voluntary Sector in Ontario, p. 30, Figure 20. 




