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BECAUSE THE RIGHT PERSON IN THE RIGHT JOB MAKES ALL THE DIFFERENCE.

BEYOND SALARY, CANDIDATES
SEEK RESPECT AND A QUALITY
WORK ENVIRONMENT

We find candidates are interested in
salary, but they are also interested in
enhancing the quality of their work lives.
Most candidates will try to evaluate work
life quality during the interview process;
they are, of course, willing to answer
questions about themselves, but they also
want to know about the prospective
employer. What is the day-to-day work
environment like2 Will | have the latitude
and resources to succeed® Will my
career here be challenging and supportive
over the long haul2 How will this position
move me along the career track? Tell me
why you (the interviewer) are passionate
about this organization? Finally, what is
the management style of my potential
supervisorg

We strongly advise all our clients to
step beyond the traditional one-way
interview dynamic and engage potential
candidates in positive discussions about
their institutions. In short, candidates
shouldn’t be shy about discussing their
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strengths and neither should
the institution.

To give you some
ideas on how non-
profits can better
communicate
their strengths to
prospective
fundraisers, we
interviewed two
LLLS clients who
are experienced in
development hiring and
team building.

AT THE UNIVERSITY OF
ROCHESTER, LISTENING AND
HOSPITALITY

Jim Thompson, Senior Vice President
and Chief Advancement Officer at the
University of Rochester, is building a
strong development team in preparation
for a historic comprehensive capital
campaign. He notes his recruitment
philosophy is similar to his “donor-centric”
fundraising philosophy - he actively
listens to the needs and concerns of

prospective  candidates,
respects their time and
experience, and tells them
how they can make an
impact at the university.

He says, “In building our
department, we're tapping
top development talent at
the national level. This
means, candidates are
often traveling some
distance to meet with us,
and if hired, will move
away from successful jobs

and home communities.

“In aftracting strong
candidates you must first
build a strong office and
have a good reputation.”

Susan S. Paresky,

Senior Vice President of Development
at Dana-Faber Cancer Institute

So | view it as my first

responsibility to listen

and understand

their needs.

What do they

want to do

more of or less

of in their

jobs2 | try to

honestly assess

if working here

is the right path for

them. | respect and

appreciate their interest

and professional experiences,

and | want to make sure they understand

that respect for everyone in the

development process is a key value of
our organization.”

According to Thompson, candidates
appreciate sincere interest in their
experience and career advancement. It
also moves an interview beyond filling a
job to create a mutually beneficial meeting
where both parties feel respected.

Thompson is careful to treat candidates
as “honored guests.” He says, “Our out
of town candidates will find literature
about the university and community
when they get to their hotel rooms. They
will also find a basket of items that come
from the region, such as apples, wine,
and chocolates. In our process, we
encourage candidates to bring their
spouses to visit the campus and community.
We want them to get to know us.
Gracious hospitality is important in
cultivating candidates as well as donors.”

Thompson takes the time to get to know
even those candidates who will not be
directly reporting to him. Although time

consuming, it is an effective means of
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underscoring his interest in the
contributions of the entire staff, and not
just his direct reports.

“| enjoy talking to candidates and sharing
my enthusiasm for the university and for
our plan to build an even greater world

class advancement organization.”

AT DANA-FARBER, CAREER LAD-
DERS AND FLEXIBLE SCHEDULING

Susan S. Paresky, Senior Vice
President of Development at Dana-Faber
Cancer Institute, has spent the past ten
years building a comprehensive devel-
opment office. Through her efforts,
annual giﬁs have increased from $32
million to $203 million.

She, too, has observed the acute
tightening of the development candidate
pool, especially among professionals
with more than five years experience. To
keep the Institute on solid competitive
footing in the hiring market, she first
provides top salaries and benefits.

In addition, she has worked hard to
provide an exceptional employment
setting, one where the best development
professionals will want to work. “In
aftracting strong candidates you must
build a strong office and have a good
reputation,” she says. “Through their
development peers, candidates will
investigate what kind of a shop you are
running. For them to join your team, you
have to have a good operation.”

Paresky has paid special attention to
career advancement, “matching people’s
passions” and designing “career ladders”
for her professionals to gain new skills
and move forward. In the course of

day-to-day activities, she does her part

CONTINUE TO BACK

MORE RECRUITMENT SUGGESTIONS

Here are some additional ways your organization can more effectively
reach out to development candidates:

PERSONAL TOURS, given by the hiring manager, can generate added
excitement in the mission and create an environment where questions can be

asked and answered more casually.

SHOW THAT DEVELOPMENT IS AN INTEGRAL PART OF YOUR
ORGANIZATION. Candidates want to know that organizations appreciate
development and will support their efforts. Be sure to provide them with
information regarding your organization’s previous fundraising programs,
showing that staffing, fundraising goals and timelines are reasonable.
Be able to discuss these issues with your candidates.

ENLIST HAPPY CONSTITUENTS to reach out to candidates. Passionate and
articulate staff members, board members, volunteers, or willing clients can be
excellent champions of your institution’s work.

PROVIDE MORE INFORMATION. Make it easier for potential fundraisers to
get to know your team. The University of Rochester’s Office of Institutional
Advancement offers a “Meet Our Team” section on the university’s web site.
At LLLS we provide information on the key players within our client organizations
as a matter of course, because most candidates want to know who has

contributed to the development department.

BUILD ON THE NATURAL INTEREST OF YOUR TOP CANDIDATE, especially
if you'd like that candidate to relocate. Admission to concerts, plays, sport
events, or dinner at a noted restaurant will make a candidate feel wanted and
will help him/her envision life in a new locale. Invite the candidate to any

event your organization is presenting around the interview period.

MAKE RELOCATION LESS STRESSFUL. Leaving a secure post and moving
are two very stressful situations. Listen carefully to candidates’ concerns to see
how your organization can make the transition easier. Connect candidates to
real estate agents and, if possible, give the “trailing spouse” help with job
networking.

REMEMBER TO SELL YOUR STRENGTHS. Search firms can bring top development
people to the table, but ultimately potential candidates look to interviewers to

articulate the institution’s work and passion.
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