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 significant amount of research has focused upon the state of the nonprofit sector 
workforce in recent years.  Scholarly and practical publications concerning nonprofit 
and philanthropic studies have offered numerous accounts of nonprofit workforce and 
human resource issues.  Executive turnover and transition are perhaps the most 

documented of these matters.1  Several studies indicate that within the next five years, a 
significant number – if not a majority – of nonprofit executive directors plan to step down or 
retire.2  Related to this development, recent national demographic trends present another 
pressing issue the nonprofit sector must face, especially as it relates to leadership transition and 
leadership development; as baby boomers begin to retire, nonprofit organizations must prepare 
for the subsequent intergenerational leadership changes in ways that reflect the increased 
diversity of communities within the United States.  The sector must also deal with its long-
standing recruitment and retention problems, especially in light of the fact that the public sector 
is beginning to mount an aggressive recruitment campaign of its own.3  The literature related to 
these trends has raised some concern regarding both the health and the future of the sector, but 
it also has pointed to new sources of labor.  As more baby boomers work into what was 
previously considered their retirement years, the nonprofit sector may be able to utilize their 
skills and expertise as well as their desire to engage in meaningful work later in life.4   

A

This brief paper is intended to serve as a resource for practitioners, researchers, 
funders, and advocates within the nonprofit sector by providing a point-in-time snapshot of 
nonprofit sector workforce issues. Research on the sector constantly is revealing new insights 
and accepted best practices.  As such, this study should not be considered a comprehensive 
overview of workforce issues within the sector.  The paper reviews a selection of existing 
literature covering workforce issues within the nonprofit sector from 1995 to the present.  
Additionally, considering the enormous diversity within the sector in terms of organizational size, 
scope, sub-sector, etc., the studies included in this analysis may not be applicable to or 
representative of all organizations operating within the sector.  Nonetheless, the paper provides 
relevant, general insights into the current state of the nonprofit workforce, especially insights 
related to executive turnover, diversity, and the next generation of nonprofit employees. 

This paper begins, first, by outlining some general demographic trends within the United 
States’ (US) workforce which suggest that the country is growing increasingly diverse and that a 
very large proportion of the workforce – specifically, the baby boomers – is approaching 
retirement.  Both of these trends present significant challenges and opportunities to the nation, 
as well as its organizations and communities.  Second, the paper explores how these 
demographic changes are affecting nonprofit organizations within the US, specifically focusing 
on the growing concerns regarding executive turnover and transition, as well as more basic 
issues related to the recruitment and retention of a healthy workforce.  The section which 
follows highlights the complexities of the composition of the sector in terms of race, ethnicity and 
gender and reflects on the need to foster more diversity in organizational leadership and create 
organizations that do more than manage diversity, but actually promote inclusiveness.  Finally, 
the paper recommends issues that warrant further research.   

As Paul Light’s research substantiates, one of the nonprofit sector’s most valuable 
resources is its workforce.5  Light found nonprofit employees to be highly motivated, hard 
working, and deeply committed, but he also discovered that “nonprofit employees experience 
high levels of stress and burn out, and report that their organizations do not provide enough 
training and staff to succeed.”6  Despite these problems, Light found the healthiest workforce in 
America was working in the nonprofit sector.  However, in order to sustain the health of the 
nonprofit workforce, researchers, practitioners, and advocates must consider – and act upon – 
the issues raised in this analysis.  The effectiveness of nonprofit organizations and the health of 
our nation’s communities are dependent upon the strength of the nonprofit sector workforce. 
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General trends in the US workforce 
  
 The US is in the midst of two significant demographic trends that will alter both the 
workforce and workplace: the population is simultaneously aging and growing more diverse.  It 
should come as no surprise that the US population is growing older, as the largest age cohort 
(baby boomers) enters retirement.  In 2000, there was a relatively even population distribution 
among the various age cohorts, with the 20 – 44 year old group representing the largest 
percentage at 36.9%.7  By 2010, however, the over 45 age group is expected to account for 
39.2% of Americans, while the 20 – 44 year old group will decrease to 33.8% and the under 19 
cohort will decline to 26.9%.8  This trend is projected to continue until 2020, when the over 45 
year old cohort will plateau at 41.2% and then begin to decline.9  As further explored below, this 
trend is expected to have a tremendous effect on the stability of organizations, as the vast 
majority of executive directors are within the 45 and older age group.10   

What may be unexpected, however, is that several recent studies reveal that older 
Americans are working longer, often into what generally are considered retirement years.11 
Since 1985, the labor “participation rates for persons aged 55 – 64 and 65 and older have 
increased, most noticeably in the case of women between the ages of 55 and 64.”12  Based on 
US Bureau of Labor Statistics projections, by 2010, 17% of workers in the US will be 55 years of 
age and older, an increase from 13% in 2000.  By 2050, this segment of the population is 
expected to account for almost 20% of the workforce.13 A recent survey found that 65% of baby 
boomers plan to work in some capacity throughout their retirement years and more than half of 
these respondents would like to find work that enhances the well-being of others, such as work 
in the education, health and human services sub-sectors.14   

These shifting demographics could potentially lead to an enormous source of volunteer 
labor for nonprofit organizations.  However, before organizations are able to capitalize on this 
development they should consider several interrelated issues.  First, organizations may be well-
positioned to take advantage of this burgeoning trend by providing volunteer and career 
opportunities for the many aging baby boomers looking to engage in meaningful work in their 
retirement years.  Several studies report that retiring baby boomers are interested in making a 
difference in the lives of others through volunteering; they desire variety in their activities, and 
“they insist that these opportunities be professionally managed with incentives that speak to 
their own personal and economic needs.”15  Second, and related to this point, the sector as a 
whole may not have the infrastructure needed to absorb the volunteer labor provided by retiring 
boomers.  One study suggests that more volunteer opportunities must be provided and more 
organizations need to professionalize their management of volunteers.16  Finally, organizations 
need to do a better job of reaching out to older volunteers who are interested in giving 
something back to their communities.17  A survey of Americans age 50 to 70 clearly 
demonstrates this point, as 48% believe that it would be difficult to very difficult to find such 
opportunities.    
 

 
Future leadership and the next generation workforce 
 
 The aging of the baby boomer population will greatly affect leadership in nonprofit 
organizations.  Recent research confirms that executive turnover and transition will be a reality 
for a majority of nonprofit organizations, regardless of size and scope.18  Moreover, there exists 
some concern as to who will assume these vacating leadership positions.  Recruitment and 
retention of non-leadership positions is another area that organizations must improve upon as 
competition with the public and private sectors continues to increase and as recent graduates 
are strapped with increasing levels of educational debt. 
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 Executive turnover and transition have received a significant amount of attention from 
both scholars and practitioners, and for good reason.  Recent studies show that a majority of 
our nation’s nonprofit organizations have an executive director who is 50 years of age or older 
and intends to retire or leave his or her position within the next five years.19  The most recent of 
these studies, conducted by the Annie E. Casey Foundation, revealed that 65% of the surveyed 
organizations expect to experience leadership turnover within the next five years, and that the 
executive director at 55% of the organizations was at least 50 years of age.20  These findings 
are consistent with previous studies which suggested that by 2007, between 61 and 78% of 
executive directors will leave their nonprofit organizations.21  Consequently, most US nonprofit 
organizations can expect to navigate the often bewildering waters of executive transition in the 
next year.  While a variety of executive transition management (ETM) services exist for 
organizations experiencing such a transition, organizations facing transitions almost inevitably 
will face difficult, crucial questions.22  Executive transitions can and should be a time for 
significant organizational growth, reflection, and capacity building.23   
 Who will assume these soon-to-be-vacant leadership positions?  Does the sector have 
enough experienced leaders to fill these vacancies?  The answers to these questions are 
difficult to determine.  Research shows that those persons who are well-positioned to assume 
leadership roles in their respective organizations (such as deputy or associate directors) are 
generally younger than the typical executive director,24 but it also shows that most organizations 
tend to hire externally25 and that being an executive director is usually a one-time experience.26  
Moreover, while deputy and associate directors tend to be slightly younger and more diverse 
than the average executive director, most organizations do not have a deputy or associate 
director.27  Approximately 26 – 36% of all surveyed organizations  have a deputy or associate 
director, although only 13% of small organizations report to have a deputy or associate 
director.28   

Efforts to encourage the development of a younger generation of nonprofit executives 
may be difficult due to perceived generational differences.  Research on intergenerational 
leadership and transition suggests that potential young leaders may be stifled in their current 
positions; emerging young leaders have reported that they often feel invisible or 
underappreciated by the older leaders in the sector.29  Furthermore, this research also suggests 
that the popular axioms regarding Generation X and the Millenials are simply not true; these 
generations are highly motivated and are just as committed to their work as older generations, 
but they appear to be more concerned about balancing the competing demands of work and 
family.30  For many organizations, institutionalizing an intergenerational mentoring system31 may 
be helpful in overcoming both stereotypes and invisibility.32  Furthermore, institutionalized 
mentoring systems may help to encourage the development of new leaders within the sector 
who may then be encouraged to pursue one of the many potentially vacating executive 
positions. 

Another issue of concern to most organizations is the recruitment and retention of non-
leadership staff positions.  Generally speaking, human resource management is problematic for 
the majority of nonprofit organizations.  According to a recent survey of 425 San Francisco Bay 
area organizations, 82% of those surveyed had someone other than a human resource 
specialist in charge of human resource administration, i.e. an executive director or an 
administrative assistant.33  In 2002, Independent Sector reported that the nonprofit sector has a 
higher average annual turnover rate (3.1%) than both the private (2.7%) and public (1%) 
sectors.34  Another survey found that only 46% of organizations that experienced turnover are 
planning to replace the vacant positions.35  This finding is not surprising, considering the recent 
studies that estimate that the cost to an organization for hiring a new employee averages 
$4,522.36   

Other research has uncovered an alarming phenomenon: despite the fact that only 8% 
of the sample population’s positions were vacant, 64% reported that staff turnover and 
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vacancies have a high impact on their organizations.  Forty percent of the organizations 
surveyed responded to high turnover by raising staff salaries, 45% increased benefits, 26% 
retained under-performing staff, and 22% postponed or canceled new programs.37  These last 
two responses are of great concern, as they indicate the undesirable effect that turnover may 
present to organizational performance and the provision of community services.  
 One factor that may influence the high turnover rate in organizations is the fact that 
recent graduates are entering the workforce with a greater debt burden than previous 
generations.38  Recent research also has found that in 2000, three out of four graduates 
entering the nonprofit sector had educational debt, which is a higher percentage than those who 
enter the public or private sector.39  To make matters worse, these new entrants are typically 
paid less than their colleagues who enter one of the other sectors: 21.5% less than the private 
sector and 10.9% less than the public sector.40  As should be expected, given these figures, 
nonprofit employees were found to pay down their debt much more slowly than government or 
private sector employees.41  These trends raise serious concerns about the ability to retain 
recent graduates.  In fact, the study concluded that “several indicators suggest that low pay and 
flat organizational structures lower the overall satisfaction rates for graduates entering the 
nonprofit sector and may contribute to higher turnover.”42

In order to combat these human resource problems, nonprofit organizations may be 
served well by creating or professionalizing their existing human resource unit, engaging senior 
staff in human resource training, and utilizing external resources such as consultants.43  Other 
strategies used to recruit and retain talent include examining current organizational salaries and 
benefits, organizational culture, job definitions, professional development opportunities, and 
performance management systems.44  Organizations must plan for departures, hires, and 
vacancies as a constant organizational reality and minimize the impact of vacancies by 
budgeting for turnover and initiating a process of succession planning.45  
 
Diversity and inclusiveness 
 

The US population is growing more diverse.  According to the 2000 US Census, the 
population is 69.4% white, 12.7% African American, 12.6% Latino, 3.8% Asian, and 2.5% other 
races or ethnicities.46  Over the next 5 – 45 years, however, the US Census projects greater 
growth in the minority population vis-à-vis the white population, such that by 2050 approximately 
30% of the US population will be composed of minorities.47  Other projections suggest that as 
early as 2025 minorities could compose as much as 32% of the US population;48 the fastest 
growing minority cohorts being Latinos and Asians.49  It is expected that all “minorities will 
constitute more than half of net new entrants to the US workforce” over the next 15 years.50  
Although in some states, such as California and other western states, projected growth rates for 
Latinos and Asians may be noticeably higher.51  All of this research points to the fact that the 
nonprofit sector must respond to the continued diversification of the US population by continuing 
to (or, in some instances, beginning to) recruit, train, and retain persons of color at all 
organizational levels.   

According to a 2002 Independent Sector analysis, the nonprofit sector employs a greater 
proportion of African Americans and a smaller proportion of Latinos as compared to the public 
and private sectors.52  However, as this section details, the numbers of minorities – including 
women – in positions of power and influence (such as executive and leadership positions in 
both philanthropic and nonprofit organizations) indicate the sector could improve significantly its 
hiring of underserved populations in positions of leadership.  Similarly, several studies suggest 
that the overall lack of racial and ethnic diversity in organizations can make the organizational 
culture alienating for persons of color but that organizations must do more than hire diverse 
personnel to create organizations that are truly inclusive.   
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 In terms of demographic composition, the nonprofit sector is approximately 82% white, 
10% African American, 5% Latino, 3% other, and 1% Asian or Pacific Islander.53  There is, 
however, significant variation between the sub-sectors.  For instance, African Americans have a 
higher representation (16%) in the health services, social services and legal services sub-
sectors, while Latinos have a slightly greater representation (6.7%) in the arts and culture sub-
sector.  When examining the diversity of leaders in terms of race, ethnicity and gender in US 
nonprofit and philanthropic organizations, there is great cause for concern, as most positions of 
power continue to be held by white men.  Two recent surveys support this claim; the surveys 
found that between 75 and 84% of nonprofit organizations are led by whites, approximately 10% 
by African Americans, 6% Asian, and 4% Latino.54  Even more discouraging are the figures for 
leaders of philanthropic organizations: nine and a half out of ten have a white leader.   

In terms of gender, most surveys find that the sector is largely comprised of women 
(68%);55 although, again, there is some variation among the sub-sectors.56  Regardless of the 
exact number, it is apparent that the nonprofit sector has a significantly higher percentage of 
female employees compared to the total US workforce, which is 46% female.57  
Correspondingly, executive directors of nonprofit organizations are predominately women 
(approximately 60%). This figure is somewhat misleading, however, as women typically run 
smaller nonprofit organizations, in terms of both budget and staff.58  While men lead close to 
40% of all organizations, they run 55% of organizations with budgets greater than $5 million.59  
A recent study of the human services sub-sector drew related conclusions; it revealed that a 
glass ceiling still exists in these organizations.60  The study concluded that men are 
disproportionately represented in management, particularly upper-level management, whereas 
women have a high representation at the direct service and lower management levels. 

Additionally, women are typically paid less than men for the same position.61  According 
to a national CompassPoint survey, the disparity is particularly great in large organizations ($5 – 
10 million), where women earn on average $82,314 compared to men’s average earnings of 
$98,739.62  The gender gap in pay persists in all organizations, even when controlling for 
organizational size.63  As the CompassPoint survey and others suggest, the gap tends to 
increase with organizational size; the gap in the smallest organizations (budgets less than 
$250,000) is 2.9% and it is 53.8% in the largest organizations (budgets greater than $50 
million).64  Several strategies have been suggested for resolving such remuneration inequities, 
which include educating the public about the issue; engaging female co-workers in salary 
discussions; lobbying professional associations to play a more active role in the adoption of 
professional standards; and policy advocacy.65

Taken together, these figures on racially diverse and female leadership indicate that 
white men still are tied to leadership positions in the most powerful and prestigious 
organizations in the sector, despite the fact that women account for 70% of the sector’s 
workforce.  While these are larger structural and societal issues (institutional racism, glass 
ceilings, etc.), underserved populations should not be complacent about creating organizational 
and sectoral change.  
 A growing amount of scholarly and practical research has been directed toward this 
effort of creating organizations that are not only diverse, but inclusive and accepting of 
difference.  Most often, when people think about diversity initiatives they consider diversity 
training or some other type of educational workshop aimed at educating personnel about 
cultural differences and cross-cultural communication.  Several years ago, a “survey of public 
and private human resource specialists revealed that over 70% of diversity training programs 
are only one day or less in length.”66  In order to foster cultural competencies and develop 
inclusive organizations in which the culture is not alienating to minorities, organizations must 
move beyond half-day workshops aimed at managing diversity.67  Transforming organizational 
culture toward inclusiveness requires changing attitudes about cultural differences and cannot 
be achieved in a one day workshop; although that may be a good place to start.68   
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Research on organizations working toward inclusiveness reveals several important 
factors regarding the process.  First, the most important mitigating factor in the success of an 
organization’s diversity efforts is the commitment of its leadership.69  This commitment must be 
long-term and should integrate inclusiveness holistically into the organization.70  A 
comprehensive approach aimed at changing organizational culture and practices should 
examine external elements, such as how an organization relates to underserved populations, 
and internal elements, including the recruitment, retention, and treatment of diverse staff 
members.71  Second, funder support is critical.72  Activities that build organizational 
inclusiveness, such as creating diversity committees, hiring consultants, engaging in needs 
assessments, developing actionable plans, initiating trainings and changing policies all require 
the financial support of funders.  Finally, special attention must be given to recruitment and 
retention of diverse staff.  Those organizations that are most inclusive tend to have very high 
leadership commitment to hiring diverse staff and reach out to communities of color in the hiring 
process.73  Additionally, the most critical retention factor is making sure employees of color 
know that the leadership is committed to inclusiveness.74  Research indicates that barriers to 
creating an inclusive workplace include insufficient time or financial resources, conflicting 
priorities, failed integration with organizational mission, and a flawed understanding of 
oppression and diversity.75

 
Future steps 
 
 As this paper suggests, nonprofit organizations must confront many human resource 
challenges in the coming years.  However, the sector must begin to take proactive steps if it 
desires to maintain the quality of its workforce, because, as Light warns: “[g]one are the days 
when the nonprofit sector could count on a steady stream of new recruits willing to accept the 
stress, burnout, and persistent lack of resources that come with a nonprofit job.”76  With the 
support of foundations and other funders, the nation’s nonprofit organizations will be able to 
navigate these upcoming challenges; however, the sector would be served well by research in 
the following issue areas.  First, more research should explore the career plans of those 
persons well-positioned to take over organizations when the existing executive director steps 
down:  Are current deputy and associate directors interested in assuming leadership positions?  
More importantly, perhaps, are these people well-suited for the demands of the sector.  Second, 
research should examine the use of mentoring as a strategy to prepare organizations for 
succession and transition.  For instance, does having an institutionalized mentoring system 
increase the likelihood that a deputy or associate director would pursue a leadership position?  
Third, inter-organizational collaboration in the realm of hiring should be further explored.  
Research that documents successful cases of organizations combining their resources to be 
effective at human resource management could be examined.  Fourth, innovative retention 
strategies for recent graduates with high educational debt should be examined further.  Finally, 
more research should be devoted to effective practices that encourage inclusive workplaces.  
Exploring strategies and methods that employees can utilize to foster inclusiveness when 
leadership displays no commitment to such initiatives may be useful.  
 Nonprofit organizations perform critical roles in our nation’s communities.  But the 
continued effectiveness of these organizations is dependent upon a healthy workforce and 
stable leadership; both of which should reflect the diversity of our communities.  All stakeholders 
that have an interest in the health of the nonprofit sector and its workforce should consider the 
issues discussed in this analysis.  The nonprofit sector may continue to be the nation’s 
healthiest workforce, but not without significant investments in the next generation of nonprofit 
leaders. 
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 American Humanics’ Initiative for Nonprofit Sector Careers commissioned the creation of a 
selected bibliography of nonprofit sector workforce issues.  The bibliography focuses on some of the 
most important workforce issues confronting the nonprofit sector.  The bibliography is the first of its 
kind to specifically address the current practical and academic research related to nonprofit sector 
workforce issues.  Considering the significant amount of existing research on the nonprofit sector 
workforce, this bibliography should not be considered comprehensive, but rather, as a snapshot or a 
point in time look at the existing research.  The bibliography includes practitioner and academic 
research from 1995 to the present (apart from a select few particularly important documents which 
were published before 1995), but is focused primarily on the past five years.  Many of the citations 
included in the bibliography could be placed in a number of categories, but every effort has been 
made to place the citations in the most logical categories.  The content of the bibliography is as 
follows: 
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Nonprofit Sector Workforce 

 

 

This section highlights research relating to the nonprofit sector, broadly writ, including research 
pertaining to the size of the sector, employment trends, employee satisfaction, and general 
human resource challenges.  The focus, generally speaking, is on the nature and health of the 
nonprofit sector workforce. 

 
Anheier, H., & Ben-Ner, A. (1997). Shifting boundaries: Long-term changes in the size of the for-profit,  

nonprofit, cooperative and government sectors. Annals of Public and Cooperative Economics, 68(3),  
335-353. 

 
Benz, M. (2005). Not for the profit, but for the satisfaction?—Evidence of worker well-being in non-profit  

firms. KYKLOS, 58(2), 155-176. 
 
Blackbaud. (2004). 2004 State of the nonprofit industry survey. Charleston, SC: Blackbaud. Retrieved 
 September 10, 2005, from 
 http://www.blackbaud.com/files/resources/whitepapers/IA_SONI_Results_2004.pdf 
 
DeVaro, J., & Samuelson, D. (2004). Why are promotions less likely in nonprofit firms? Ithaca, NY:  

Department of Labor Economics, Cornell University. Retrieved November 8, 2005, from  
http://econwpa.wustl.edu:8089/eps/lab/papers/0501/0501010.pdf 

 
Dewees, S. & Salamon, L. M. (2001, September).  California nonprofit employment. Johns Hopkins Nonprofit 
 Employment Bulletin #6. Baltimore, MD: Center for Civil Society Studies, Johns Hopkins University. 
 Retrieved October 11, 2005, from http://www.jhu.edu/~ccss/research/pdf/californ.pdf 
 
Dicke, L. A. & Ott, J. S. 2003. Post-September 11 human resource management in nonprofit organizations.  

Review of Public Personnel Administration, 23(2), 97-113. 
 
Eisenberg, P. (2000). The nonprofit sector in a changing world. Nonprofit and Voluntary  Sector Quarterly, 

29(2), 325-330. 
 
Eisenberg, P. (2004). Challenges for nonprofits and philanthropy: The courage to change. Medford, MA: Tufts 
 University Press. 
 
Independent Sector. (2001). The new nonprofit almanac in brief: Facts and figures on the independent sector 
 2001. Washington, DC: Independent Sector. Retrieved September 15, 2005, from  

http://www.independentsector.org/PDFs/inbrief.pdf 
 
Independent Sector. (2002). Nonprofit almanac: Facts and finding: Employment in the nonprofit sector.  
 Washington, DC: Independent Sector. Retrieved September 15, 2005, from  

http://www.independentsector.org/PDFs/npemployment.pdf 
 
Independent Sector. (2002). The new nonprofit almanac & desk reference: The essential facts and figures  for  

managers, researchers, and volunteers. Washington, DC: Independent Sector. 
 
Joslyn, H. (2002, October 17).  Driven by mission: Nonprofit employees trade high pay for job satisfaction. The 
 Chronicle of Philanthropy, 15(1). 
 
Klineman, J. & Schwinn, E. (2004, March 18). Charities fast-track jobs: Skilled fund raisers, consultants, and 

those with business and marketing savvy are most in demand. The Chronicle of Philanthropy, 16(11). 

 3



                                                                                May 2006           

Light, P. (2002). The content of their character: The state of the nonprofit workforce. The Nonprofit Quarterly,  
9(3), 6-16. 

 
Light, P. (2003). In search of public service. Center for Public Service, The Brookings Institution, and 
 Wagner School of Public Service, New York University. Retrieved September 9, 2005, from
 http://www.brookings.edu/gs/cps/search.pdf 
 
Light, P. (2005). Facing the futures: Building robust nonprofits in the Pittsburgh region.  A Report for The  

Forbes Fund. Pittsburgh, PA: The Forbes Fund. Retrieved September 9, 2005, from 
 http://www.brook.edu/views/papers/light/20050501.pdf 
 
Lynn, D. B. (2003). Symposium: Human resource management in nonprofit organizations. Review of Public  

Personnel Administration, 23(2), 91-96. 
 
McCambridge, R. (2001). Show me the…participation. Nonprofit Quarterly, 7(3), 18-23. Retrieved October 
 28, 2005, from http://www.nonprofitquarterly.org/section/169.html 
 
National Council of Nonprofit Associations. (2004). Nonprofit agenda: A blueprint for action. Washington, 
 DC: National Council for Nonprofit Associations. Retrieved November 5, 2005, from 

http://www.ncna.org/_uploads/documents/live//bluprnt_pdf.pdf 
 
RespectAbility/National Council on the Aging. (2004). Our findings. Washington, D.C.: The National 
 Council on the Aging. Retrieved December 10, 2005, from  

http://www.respectability.org/research/ourfindings.html 
 
Salamon, L. M. (1999). The nonprofit sector at a crossroads: The case of America. Voluntas: International  

Journal of Voluntary and Nonprofit Organizations, 10(1), 5-23. 
 
Salamon, L. M. (Ed.). (2002). The state of nonprofit America. Washington, DC: Brookings Institution Press. 
 
Salamon, L. M. & Dewees, S. (2002). In search of the nonprofit sector. American Behavioral Scientist, 45(11),  

1716-1740. 
 
Salamon, L. M. & Sokolowski, S. W. (2005). Nonprofit organizations: New insights from QCEW data. Monthly  

Labor Review, 128(9), 19-26. 
 
Schmitz, P. & Stroup, K. (2005, July 21). Building tomorrow’s nonprofit workforce. The Chronicle of 
 Philanthropy, 17(19). 
 
Soni, V. (2004). From crisis to opportunity: Human resource challenges for the public sector in the 
 twenty-first century. Review of Policy Research, 21(2), 157-178. 
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Workforce Diversity and Inclusiveness 
 

 
 

This section features research that identifies the composition of the sector by race, gender, and 
class.  The research also suggests organizational and grant-making practices that should be 
promoted to build a more inclusive sector. 

 
Gender 
 
Abzug, R. (1996). New fontiers: Women and girls encounter the nonprofit sector. Nonprofit Management &  

Leadership, 6(3), 311-315. 
 
Gibelman, M. (1998). Women’s perceptions of the glass ceiling in human service organizations and what to do  

about it. Affilia: Journal of Women and Social Work, 13(2), 147-166. 
 
Gibelman, M. (2000). The nonprofit sector and gender discrimination: A preliminary investigation into the  

glass ceiling. Nonprofit Management & Leadership, 10(3), 251-69. 
 
Gibelman, M. (2003). So how far have we come? Pestilent and persistent gender gap in pay. Social Work, 48(1),  

22-32. 
 
Hostetler, D. W. & Pynes, J. E. (2000). Sexual discrimination and its challenges for nonprofit managers.  

Nonprofit Management & Leadership, 11(1), 49-63. 
 
Odendaul, T. & O’Neil, M. (Editors). (1994).  Women & power in the nonprofit sector. San Francisco, CA:  

Jossey-Bass. 
 
Ranck, E. R.. (1999). Gender issues in preparing a professional workforce: New views of women’s work  in  

early care and education. Child & Youth Care Forum, 28(1), 59-67. 
 
Stelter, N. Z. (2002). Gender differences in leadership: Current social issues and future organizational  

implications. Journal of Leadership Studies, 8(4), 88-99. 
 
 
Race and Ethnicity 
 
Allison, M. T. (2001). Diversity issues and challenges facing youth-related nonprofit agencies. A  Report  

Prepared for the Center for Nonprofit Leadership and Management. Tempe, AZ: Department of 
Recreation Management and Tourism, Arizona State University. Retrieved September 8, 2005, from 
http://www.asu.edu/copp/nonprofit/res/div_issue_fr.pdf 

 
Annie E. Casey Foundation. (2001). Taking the initiative on jobs & race: Innovations in workforce 
 development for minority job seekers and employers. Bethesda, MD: Annie E. Casey Foundation.  
 Retrieved September 20, 2005, from http://aecf.org/publications/jobsandrace.pdf 
 
Bartlett, C. V. (2003). Beyond numbers and compliance: Valuing of cultural diversity in national nonprofit 
 capacity-building organizations. Enhance: The Newsletter of the Alliance for Nonprofit Management, 
 1(1), 1-10. Retrieved December 5, 2005, from 
 http://www.allianceonline.org/Members/Enhance/2003_fall_enhance.enh/beyond_numbers_and_compli
 ance.epa 
 
Fendi, P. & Nichols, K. M. (2004). Exploring the perceptions of bias and discrimination: The utilization of  
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nonprofit consultants of color in the greater Milwaukee area. Milwaukee, WI: Helen Bader Institute for  
Nonprofit Management, University of Wisconsin-Milwaukee. Retrieved December 6, 2005, from 
http://www.uwm.edu/MilwaukeeIdea/HBI/CoCFull.pdf 

 
Hallberg, P. & Lund, J. (2005). The business of apocalypse: Robert Putnam and diversity. Race & Class, 46(4),  

53-67. 
 
Hyde, C. A. & Hopkins, K. (2004). Diversity climates in human service agencies: An exploratory assessment,.  

Journal of Ethnic and Cultural Diversity in Social Work, 13(2), 25-43. 
 
Katherine Pease & Associates. (2003). Inside inclusiveness: Race, ethnicity, and nonprofit organizations in 
 metro Denver. Denver, CO: The Denver Foundation. Retrieved October 7, 2005, from
 http://www.denverfoundation.org/images/Inside_Inclusiveness_Full_Report.pdf 
 
Linnell, D. and Belton, E. (2003). Nonprofit effectiveness –inclusiveness matters: The case for dialogues that  

reach across difference. Boston, MA: Third Sector New England. Retrieved October 17, 2005, from 
 http://www.diversityinitiative.org/files/DI-eval-full.pdf 
 
Mitra, A. (2003). Breaking the glass ceiling: African-American women in management positions.  Equal  

Opportunities International, 22(2), 67-79. 
 
Rangarajan, N. & Black, T. (2004). The diversity challenge: An exploratory study of the organizational barriers  

to diversity. Rockefeller College Review, 1(4), 5-23. Retrieved September 20, 2005, from 
 http://www.albany.edu/rockefeller/rockreview/Issue%204.pdf 
 
St. Onge, P., Cole, B., & Petty, S. (2003). Through the lens of culture: Building capacity for social change and  

sustainable communities. Oakland, CA: National Community Development Institute.  
 http://www.ncdinet.org/_vti_pvt/CulturallyBasedPublication.pdf 
 
Scott, E. K. (2005). Beyond tokenism: The making of racially diverse feminist organizations. Social Problems,  

52(2), 232-254. 
 
Support Center for Nonprofit Management (CompassPoint). (1996). Nonprofit Management Association 
 diversity project.  San Francisco: Support Center for Nonprofit Management.  Retrieved December 6, 
 2005, from http://www.allianceonline.org/Members/Library/diversity_project_nma.pdf 
 
 
General 
 
Burbridge, L. C. (n.d.) Government, for-profit, and third sector employment: Differences by race and sex 1950- 

1990. Center for Research on Women, Wellesley College. Retrieved October 1, 2005, from 
 www.nonprofituser.org/user_doc/16030.pdf 
 
Catanzarite, L. (2003). Race-gender composition and occupational pay degradation. Social Problems, 50(1), 14- 

37. 
 
Fernandopulle, A., Masaoka, J., & Parsa, P. (2002). On the rise: A profile of women of color in leadership. San  

Francisco: CompassPoint Nonprofit Services. Retrieved September 14, 2005, from
 http://www4.compasspoint.org/cpDir/files/documents/docs_research_evals/on_the_rise_final.pdf 
 
Gough, S. N., II. (2001, Winter). Five reasons for nonprofit organizations to be inclusive. New Directions for 
 Philanthropic Fundraising, 34, 101-117. 
 

 6



                                                                                May 2006           

Hendricks, M. A. (1998, Spring). Why diversity matters. New Directions for Philanthropic Fundraising,  19  
115-126. 

  
Lipman, H. (1999, September 23). 9 in 10 executives at top charities are white, Chronicle finds. The Chronicle 
 of Philanthropy, 11(23).  
 
MacAllum, K. & Gallup-Black, A. (2003). Toward diversity in public service: A report to the Ford 
 Foundation on the Public Policy and International Affairs (PPIA) Fellowship Program 1980-2000.  
 Washington, D.C.: Academy for Educational Development. Retrieved December 10, 2005, from
 http://www.aed.org/ToolsandPublications/upload/PPIA_TowardDiversity-2.pdf 
 
Matthews, A. (1998). Diversity: A principle of human resource management. Public Personnel Management,  

27(2), 175-185. 
 
McMillian-Capeheart, A. (2003). Hundreds of years of diversity: What took us so long? Equal Opportunities  

Journal, 22(8), 20-37. 
 
Motley, A. (2005, April). Dare to diversify. Association Management, 56-64. 
 
Olander, M., Kirby, E. H. & Schmitt, K. (2005). Fact sheet: Attitudes of young people toward diversity. College  

Park, MD: The Center for Information and Research on Civic Learning and Engagement, University of  
Maryland.  Retrieved October 30, 2005, from 
http://www.civicyouth.org/PopUps/FactSheets/Attitudes%202.25.pdf 

 
Ostrander, S. A. (1999). Gender and race in a pro-feminist, progressive, mixed-gender, mixed-race 
 organization. Gender & Society, 13(5), 628-642. 
 
Skocpol, T. (2004a). The narrowing of civic life. The American Prospect, 15(6).  Retrieved December 5, 2005, 
 from http://www.prospect.org/web/printfriendly-view.ww?iid=7749 
 
Skocpol, T.  (2004b). Voice and inequality: The transformation of American civic democracy. Perspectives on  

Politics, 2(1), 3-20. 
 
Soni, V. 2000. A twenty-first century reception for diversity in the public sector: A case study. Public  

Administration Review, 60(5), 395-408. 
 
Wise, L. R. & Tschirhart, M. (2000). Examining empirical evidence on diversity effects: How useful is diversity  

research for public-sector managers. Public Administration Review, 60(5), 386-394. 
 
 
Diversity Practices 
 
Baker, M. Q. (1999). Reaching new markets: What you can do to engage diverse groups. Association  

Management, 51(5), 43-45. 
 
Bormana, T. & Woods, S. (2000). Resources for workplace diversity: An annotated practitioner guide to  

information. Ithaca, NY: The Workplace Diversity Network, Cornell University. Retrieved September 
 9, 2005, from http://www.ilr.cornell.edu/extension/wdn/pdf/prac_guide.pdf 
 
Bridgestar. (2005). Recruiting diverse talent. Boston, MA: Bridgestar. Retrieved October 30, 2005, from
 http://www.bridgestar.org/Documents/RecruitingDiverseTalent.pdf 
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Chicago Jobs Council Cultural Competency and Employment Initiative. (2004). Ready? Set. Grow? A starter’s 
 guide for becoming culturally competent. Chicago, IL: Chicago Jobs Council Cultural Competency 
 and Employment Initiative. Retrieved December 5, 2005, from  
 http://www.cjc.net/publications/5_Capacity_Building_PDFs/ReadySetGrow_StarterGuide_CultComp.p 

df. 
 
Combs, G. M. (2002). Meeting the leadership challenge of a diverse and pluralistic workplace: implications of  

self-efficacy for diversity training. The Journal of Leadership Studies, 8(4), 2-16. 
 
Gajewski, M. (2005). Strategic diversity to increase human capital in public and nonprofit organizations.  

Nonprofit Good Practice Guide.  Retrieved November 7, 2005, from  
http://www.npgoodpractice.org/PDF?Articles94.pdf 

 
Hyde, C. A. (2003). Multicultural organizational development in nonprofit human service agencies: View from  

the field. Journal of Community Practice, 11(1), 39-59. 
 
Kilian, C. M., Hukai, D., & McCarty, C. E. (2005). Building diversity in the pipeline to corporate leadership.  

Journal of Management Development, 24(2), 155-168. 
 
Kossek, E. E., Lobel, S. A., & Brown, J. (2005). Human resource strategies to manage workforce diversity:  

Examining the ‘business case.’ In A. M. Konrad, P. Prasad, & J. Pringle (Eds.), Handbook of Workplace  
Diversity. London: Sage. Retrieved November 7, 2005, from 

 http://www.polisci.msu.edu/kossek/handbook2.pdf 
 
Ross-Gordon, J. M. & Brooks, A. K. (2004). Diversity in human resource development and continuing  

professional education: What does it mean for the workforce, clients, and professionals? Advances in 
Developing Human Resources, 6(1), 69-85. 

 
Soutar, S. (2004, April). Beyond the rainbow: Infusing your organization with diversity know-how. Association  

Management, 27-33. 
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Workforce Pipeline 
 

 
 
 
 
 
 

This section contains research on pipelines of talent into and within the nonprofit sector, including 
inter-generational learning and transition; staff recruitment, retention, and turnover; youth civic 
engagement; academic centers and nonprofit management programs; and student debt.  The 
focus here is on the development of more robust pipelines into nonprofit sector careers.  

Inter-generational Learning and Transition 
 
Butt, D. M. (2003, Winter). Intergenerational service learning and volunteering. New Directions for 
 Philanthropic Fundraising, 42, 59-69. 
 
Kooker, N. R. (2005, April 15). Nonprofits gird for generational shift in the corner office. Boston Business
 Journal. Retrieved October 26, 2005, from  

http://www.boston.bizjournals.com/boston/stories/2005/04/18/story3.html 
 
Kunreuther, F. (2002). Generational Changes and Leadership: Implications for Social Change Organizations.   

New York, NY: Building Movement Project.  
http://www.buildingmovement.org/artman/uploads/generational_change_and_leadership.pdf 

 
Kunreuther, F. (2003). The changing of the guard: What generational differences tell us about social-change  

organizations. Nonprofit and Voluntary Sector Quarterly, 32(3), 450-457. 
 
Kunreuther, F. (2005). Up Next: Generation Change and the Leadership of Nonprofit Organizations.  
 Executive Transitions Monograph Series, Volume 4. Baltimore, MD: Annie E. Casey Foundation. 

Retrieved September 11, 2005, from http://www.aecf.org/publications/data/up_next.pdf 
 
Kunreuther, F. (n.d.) Generational Leadership Listening Sessions. New York, NY: Building Movement 
 Project. Retrieved September 22, 2005, from 
 http://www.buildingmovement.org/artman/uploads/glls_report.pdf 
 
Levin, M. (2001). Bridging the Generation Gap. Association Management, 53(1), 92-97. 
 
Williams, K. (2005). Mentoring the Next Generation of Nonprofit Leaders: A Practical Guide for Managers.  
 Washington, DC: AED Center for Leadership Development, Academy for Educational Development. 
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Sub-Sector Workforce Trends and Needs 
 

 
 

Research in this section identifies the trends and needs of the human services and philanthropic 
careers sub-sectors.  The research is varied and includes sub-sector workforce health, 
recruitment and retention, diversity, workforce shortages, and salaries and benefits.  For the 
purpose of this project the human service sector is defined as those organizations and individuals 
that serve low-income children, youth and families in the areas of child care, child welfare, youth 
service, juvenile justice, employment and training, emergency assistance, and family services.  In 
order to limit the project’s scope, research on the health (hospitals/healthcare), advocacy, housing 
and community development, and education sub-sectors, as well as trade associations and credit 
unions, were not included.   
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