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ecently I attended the Nation-
al Human Services Assembly 
Talent Management Summit. 

While there I sat-in on a presentation 
by Aaron Hurst, President and CEO of 
Imperative! He presented the concept 
of Purpose Employment to attendees 
from large, national nonprofits. 
  
Purpose-oriented workers are people 
who view work as primarily about 
personal fulfillment and serving oth-
ers, not just money and advancement. 
They are the most valuable members of 
the workforce by all measures and are 
found in all industries and roles.

Why is this concept important for non-
profits? Ideally, you want to be able to 
bring on an employee who is purpose-
oriented. Hurst stressed the impor-
tance of nonprofits intentionally and 
strategically seeking out more purpose-

R oriented employees and growing exist-
ing purpose-oriented staff. 

Following are some of the highlights of 
his presentation: 

•	 Purpose	is the next stage to 
speed up evolution to achieve 
our higher goal of a longer and 
better life. 

•	 Purpose is heavily reliant on 
relationships, doing something 
greater than yourself, and push-
ing for personal growth. 

•	 Purpose-oriented employees 
work primarily for fulfillment 
and to serve others.  Those that 
aren’t purpose-oriented work 
primarily for money and status. 

•	 28%	of	the	workforce	is	

From the Editors

We continue to talk about the im-
portance of retaining and engaging 
employees.  The feature article ad-
dresses how important it is for non-
profits to have purpose-oriented	
employees that “work primarily for 
fulfillment and to serve others”.    

If	 you	 are	 comfortable	 in	 sharing,	
we	 would	 love	 to	 hear	 how	 your	
organization	has	been	successful	in	
retaining	your	good	employees	who	
have	a	passion	for	what	they	do	for	
your	clients	and	the	community.

Maureen & Sonya  n

purpose-oriented, but up to 
40% of nonprofit employees are 
purpose-oriented. The others 
don’t believe that work can be 
the source of purpose or fulfill-
ment. 

During the group discussion, led by 
Mike Fandey of United Way World-
wide and Jane Cohen of Volunteers of 
America, ideas were shared and best 
practices for issues facing Talent Man-
agement personnel in today’s world.  

The discussion covered: 

•	 How	we	can	consistently	
provide	training	to	employ-
ees	when	funding	is	scarce? 
 
Ideas generated during the dis-
cussion included using previously 
trained employees to train 

> continue on page 2
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We Are Here For You
HR Services is an important benefit of 501(c) Agencies Trust participation available 
to your organization. If you have questions regarding any of these articles or any 
other HR-related questions, please do not hesitate to call at (800) 358-2163 or send 
an e-mail to hrservices@501c.com. 

HR Services can answer your human resources questions and provide you with in-
formation. We can be a sounding board to help you make important personnel deci-
sions that help limit your organization’s liability. We can also provide you with writ-
ten guidelines, sample forms, and sample policy language. Whether you need help 
defining HR policies or you just need a second opinion about an HR issue, please 
contact us. n

Exclusive FREE HR Webinars
June - December 2016 Schedule

         HRCI Recertification Credit Hours available

For a complete list of our upcoming trainings and to register 
go to: www.501cTrust.org/resource-center/  n
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others, cross-training across 
functions and departments, 
sending employees to other 
organizations that are willing to 
provide training for free, and 
finding free/pro-bono training 
sessions. (501(c) Agencies Trust 
is an excellent example of a place 
where you can obtain free train-
ing.) 

•	 How	can	we	ensure	that	
we’re	recruiting	and	retain-
ing	top	talent?	
 
Suggestions presented during the 
discussion included: creating a 
fun work environment; creating 
a job description based more on 
what the job has the potential 
to become rather than what it 
will be at the beginning; help 
employees grow in areas they’re 
passionate about; promote a 
culture of entrepreneurship; and 
provide employees with incen-
tives unrelated to compensation, 
such as allowing them more 
days off to volunteer, to partake 
in professional development 
seminars, and to introduce them-
selves to others in the field. 

•	 What	are	some	of	the	
best	platforms	for	spread-
ing	ideas	and	sharing	best	
practices?
 
Tools mentioned during the dis-
cussion included: using Google 
Docs; writing on walls and mark-
er boards in the office; working 
with centers of excellence; using 
LinkedIn, and having employees 
inform the rest of the team of 
what they learned at a confer-
ence or peer network. For the 
spreading of ideas, participants 
focused on the need to move 
away from viewing other organi-
zations in the nonprofit sector as 
competitors and highlighted the 
necessity of everyone working 
together towards a common goal 
in the human service space.  n
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cAll Us todAy!!

Realistic Job 
Previews (RJP)
Seeing is Believing 
Part 2  

In our last edition of the HR Update, 
we began the introduction of Real-
istic Job Previews (RJP). We briefly 
described what an RJP is and why 
it’s important to give your job candi-
dates a better understanding of what 
a position truly entails. This time we 
will dig a little deeper.

We know that well crafted job de-
scriptions are essential when hiring 
(and all through the employment 
relationship), however, it isn’t the 
whole story. When we give job can-
didates a realistic look at what the 
position they have applied for truly 
entails, we are apt to get candidates 
who are likely to be a better fit both 
for the position and the organization. 
For example, if the position is a child 
care provider and the position is 
working with 12 – 18 month olds, the 
candidate could come and observe 
that beyond reading and playing with 
the child, there will be a lot of bend-
ing, lifting, carrying and diapering of 
those children. It’s also a wonderful 
opportunity to see how someone in-
teracts with children and potential 
coworkers. When someone has the 
opportunity to see what a person in 
that position does (and perhaps ask 
questions) whether through videos 
or a few hours spent at the organi-
zation, there is likely to be a better 
fit for both parties. In the end, this 
results in better job satisfaction and 
less time and money wasted on a 
bad hire for the position.  n

he final rule has been released by 
the Department of Labor (DOL) 
regarding the increased salary 

threshold for determining exempt/non-
exempt status.

Bottom	line:

• The new salary threshold set by 
DOL is $47,476 a year – even for 
nonprofits. Effective date is De-
cember 1,2016.  

• The threshold will be adjusted 
every three years to maintain the 
level at the 40th percentile of 
full-time salaried workers in the 
lowest-wage Census region.

• The salary basis test now allows 
employers to use nondiscretion-
ary bonuses and commissions, 
to satisfy up to 10 percent of the 
new salary level. 

• The Federal Rule did not change 
the Duties Test. 

Most of you are aware there is a three-
part test for a position to qualify as ex-
empt under the Fair Labor Standards 
Act (FLSA): the position must be paid a 
salary; paid a minimum salary of (cur-
rent rate); and a job duties test. All three 
parts must still be met. 

The current federal (some states are 
higher) salary threshold is a weekly sal-
ary of $455 (or annually, $23,660). The 
new rate, effective December 1, 2016 is 
$913 per week ($47,476 annually).

What’s	a	nonprofit	to	do?
First, take a look at your current exempt 
qualifying positions. Review the job de-
scriptions and actual duties those posi-
tions perform; determine how far off 
they are from the new salary level. Can 
you condense positions and transfer du-
ties to other exempt positions?

Do	the	math
For example, perhaps it will cost less in 
the long run to increase several salaries 
to meet the new level, thereby avoiding 
hours of overtime each week.

Increase	your	headcount
If you have reduced exempt positions, 
you may need to hire additional hourly/
nonexempt staff to ensure that the non-
exempt duties are taken care of. 

Be	well	versed	in	the	FLSA	record-
keeping	laws
Those former exempt employees who 
didn’t track their time are now tracking 
each and every minute worked, as the 
law requires, AND you need to pay ap-
propriately. 

Think	about	communication
How are you going to get the word out? 
Let your employees know that these 
standards are set by the federal govern-
ment and not on the discretion of your 
organization. Be aware that your em-
ployees may already be discussing these 
upcoming changes and anticipating posi-
tive or negative changes. Consider hav-
ing both private and group discussions 
so there is less distrust. Education for 
all on the law may be your friend. Be as 
open and transparent as possible. 

No matter what course you choose, 
there will be issues. Be ready to weather 
the rough spots with humor, communi-
cation and facts. n

T

Final Ruling on the Increased 
FLSA Salary Threshold - 2016



A Reminder:
The purpose of this update is to review the latest developments in human resource matters. The information contained herein has been 
abridged from numerous sources and should not be construed as legal advice or opinion, and is not a substitute for the advice of counsel.

HR Update:

he United States Department of 
Labor (DOL) has released a new 
FMLA poster (WH 1420a) for 

use by employers covered by the Family  
and Medical Leave Act (FMLA). The new 
poster, dated April 2016, is reformatted 
and contains additional information on 
service member caregiver leave, inter-
mittent leave and use of accrued paid 
leave, as well as new information on re-
questing FMLA leave. According to the 

Do	I	have	to	pay	an	employee	who	does	
not	turn	in	their	timecard?

Yes, you do. The employer remains 
legally obligated to pay the employee 
on the established payday. There is no 
exception in the law allowing an em-
ployer to require the employee to wait 
until the next payday, or even until the 
timecard is turned in.

How	can	an	employer	comply	with	no	
time	record?

The employer should pay all wages 
due for the employee’s normal work 
period (for example eight hours for a 
full-time employee), and may defer 
payment of any overtime worked until 
the next regular payday.  n

FAQ - Timecards

DOL, the previous version of 
the FMLA poster (dated Febru-
ary 2013) can still be used to 
fulfill the posting requirement.

You can download the new 
poster here. [http://www.dol.
gov/whd/regs/compliance/
posters/fmlaen.pdf]

On April 25, the DOL also re-
leased a new Employer’s Guide to the 
FMLA. The new guide covers FMLA ad-
ministration from beginning to end. The 
guide also contains links to related sec-
tions of the FMLA regulations and a use-
ful “roadmap” to the FMLA.  n

CALIFORNIA

Governor Jerry Brown signed legislation to increase the pay for Paid	Family	Leave to 60 percent of wages, capped at about 
$1,100 a week, starting in 2018.  This program is funded by worker contributions and is operated by the state’s Employment 
Development Department (EDD).

California	Sets	Accommodation	Disability	of	Employee’s	Family	Member
A California Court of Appeal, for the first time has decided that an employer has a duty to reasonably accommodate an applicant 
or employee who is associated with a disabled person who needs the employee’s assistance. (Luis Castro-Ramirez v. Dependable 
Highway Express).  This is unprecedented and likely to be appealed to the California Supreme Court.  Until	there	is	a	definite	
ruling	on	this	issue	from	the	California’s	highest	court,	employers	should	consider	engaging	in	an	interactive	process	analysis	
even	when	confronted	with	a	situation	where	somebody	is	asking	for	a	reasonable	accommodation	arising	out	of	an	“associ-
ated	party’s”	disability.

NEW	YORK

New	York	Enacts	Groundbreaking	Paid	Family	Leave	Law
New York is now the fourth state to offer Paid Family Leave. Employees who have been employed for 26 or more consecutive 
weeks will now be eligible for up to twelve weeks of Paid Family Leave. The law has no exception for small employers, like other 
protected leave laws. The new law will provide for job protection during the employees’ leave, protection against retaliatory 
discrimination or termination, and the continuation of health care benefits during the leave period. Employers	may	require	that	
the	paid	family	leave	run	concurrently	with	other	unpaid	family	leave	policies.	

The Paid Family Leave provisions will phase-in starting 2018, with full implementation by 2021.  n

Legal Updates

U.S.	Department	of	Labor	(DOL)	–	
FMLA	Poster	and	Employer	Guide

T


