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:LWKRXW�SDLQWLQJ�WKH�HQWLUH�VHFWRU�ZLWK�D�
EURDG�EUXVK��LW�VHHPV�UHDVRQDEOH�WR�VXJJHVW�
WKDW�IXQGHUV�SD\�LQFUHDVHG�DWWHQWLRQ�WR�WKH�
QRQSURÀW�WDOHQW�SRRO��:KDWHYHU�WKH�OLQH�
RI �ZRUN��LI �QRQSURÀWV�DUH�WR�VXUYLYH�DQG�
ÁRXULVK�LQ�WKH�FXUUHQW�HQYLURQPHQW�RI �WLJKW�
EXGJHWV�DQG�LQFUHDVHG�FRPSHWLWLRQ��WKH\�PXVW�
KDYH�D�VWDEOH�FRUSV�RI �WDOHQWHG�OHDGHUV��1 

/LJKW·V�LQVLJKWV�KDYH�EHHQ�UHDIÀUPHG�LQ�UHFHQW�
years by research suggesting that the sector faces 
a looming “leadership gap” in the years ahead: 

n	 'DULQJ�WR�/HDG������ a study by 
&RPSDVV3RLQW�1RQSURÀW�6HUYLFHV�LQ�
partnership with The Eugene and Agnes E. 
Meyer Foundation, found that 75 percent of  
QRQSURÀW�H[HFXWLYHV�SODQ�WR�OHDYH�WKHLU�MREV� 
LQ�WKH�QH[W�ÀYH�\HDUV�2

n	 7KH�1RQSURÀW�6HFWRU·V�/HDGHUVKLS�'HÀFLW� from 
the Bridgespan Group, projects that the sector 
ZLOO�KDYH�WR�ÀQG���������QHZ�OHDGHUV�LQ�WKH�
QH[W����\HDUV�³�PRUH�WKDQ�WZLFH�WKH�QXPEHU�
of  positions that currently exist.3  

n	 &KDQJH�$KHDG��7KH������1RQSURÀW�([HFXWLYH�
/HDGHUVKLS�DQG�7UDQVLWLRQV�6XUYH\� a national 
study commissioned by the Annie E. Casey 
Foundation, found that 55 percent of  current 
QRQSURÀW�H[HFXWLYH�GLUHFWRUV�ZHUH�RYHU�WKH�
DJH�RI �����6L[W\�ÀYH�SHUFHQW�RI �WKH�������

executives surveyed said they expected their 
RUJDQL]DWLRQV�WR�JR�WKURXJK�D�OHDGHUVKLS�
WUDQVLWLRQ�E\������4 

The Bridgespan Group report indicated that the 
retirement of  baby boom-generation managers 
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NeXT-GeNeraTioN NoNprofiT Emplo
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What will it take to attract and keep more young leaders?

All too often, the problem is about “them.” 
´<RXQJ�SHRSOH�MXVW�GRQ·W�ZDQW�QRQSURÀW�MREV�µ�
´7KH\�DUHQ·W�SUHSDUHG�WR�VDFULÀFH�OLNH�ZH�GLG�µ��
But recent research suggests that many members 
of  Generation X and Generation Y are indeed 
FRPPLWWHG�WR�WKH�QRQSURÀW�VHFWRU�DQG�QRQSURÀW�
careers. 

,Q�HDUO\�������&RPSDVV3RLQW�1RQSURÀW�6HUYLFHV��
The Eugene and Agnes E. Meyer Foundation 
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and their funders is to build what he and Kun-
reuther refer to as “a different type of  sector, 
with a different type of  leadership.”� 

“A lot of  today’s leaders look at what younger 
SHRSOH�VD\�DERXW�QRQSURÀW�VHFWRU�FDUHHUV�DV�D�
problem, but in reality it’s an opportunity,” Cor-
vington said. “The concerns of  these younger 
leaders point to a lot of  factors that can and 
VKRXOG�EH�FKDQJHG�WR�PDNH�WKLQJV�EHWWHU�³�OLNH�
FXPEHUVRPH�RUJDQL]DWLRQDO�VWUXFWXUHV�DQG�H[-
HFXWLYH�SRVLWLRQV�WKDW�UHTXLUH�WRR�PXFK�VDFULÀFH�
for not enough reward.”

5XVV�)LQNHOVWHLQ��DVVRFLDWH�GLUHFWRU�RI �,GHDOLVW��
said many young people are looking for oppor-
WXQLWLHV�WR�LQQRYDWH�DQG�PDNH�WKHLU�PDUN�³�DQG�
they don’t see those opportunities in today’s 
WRS�KHDY\��WUDGLWLRQ�ERXQG�QRQSURÀWV��´1RQ-
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attracting and keeping more young leaders in the 
sector requires a hard look at more fundamental 
LVVXHV��$W�WKH�WRS�RI �WKH�OLVW��1RQSURÀWV�FRQWLQX-
ally are asked to do more with less, and they lack 
WKH�ÁH[LEOH�IXQGLQJ�WKH\�QHHG�WR�FUHDWH�DWWUDFWLYH�
workplaces and offer appealing and rewarding 
jobs. 

7KH�1RQSURÀW�6HFWRU�:RUNIRUFH�&RDOLWLRQ�ZDV�
ODXQFKHG�LQ������E\�$PHULFDQ�+XPDQLFV�DQG�
EULQJV�WRJHWKHU�QHDUO\����RUJDQL]DWLRQV�ZRUNLQJ�
collectively to address diversity and leadership in 
the sector. The coalition frames the basic prob-
OHP�WKLV�ZD\��´1RQSURÀWV�UHSHDWHGO\�VD\�WKDW�
they struggle to recruit and retain the talent and 
diversity they need, and few have the infrastruc-
ture to adequately support and develop their 
staff.” 

To address this concern, the coalition exists to 
connect talented and diverse young people to 
QRQSURÀW�FDUHHUV�DQG�WR�KHOS�QRQSURÀWV�UHFUXLW��
retain and cultivate the diverse leadership they 
will need in the decades ahead. (For more infor-
PDWLRQ��VHH�SDJH�����

TalkiNg ‘BouT MY GeNeraTioN

The Who sang about their fellow baby boom-
ers, but two additional generations have since 
burst onto the scene — and into the nonprofit 
workplace.

Baby Boom – The first members of the huge 
post-World War II age cohort born between 
1946 and 1964 will turn 65 in 2011.

Generation X – Popularized by Douglas 
Coupland’s 1991 novel of the same name,  
the term refers to those born between the 
mid-1960s and the 1970s.

Generation Y – Also referred to as 
“Millennials,” this cohort was born in the  
1980s and 1990s; its oldest members are  
entering the workforce now.
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What are the key issues facing nonprofits as they set out to 
identify, recruit and develop next-generation leaders?

M-O-N-E-Y. Lesley Williams, 29, has been work-
LQJ�LQ�WKH�QRQSURÀW�VHFWRU�VLQFH�JUDGXDWLQJ�IURP�
college. She currently manages a national Girl 
Scouts program aimed at educating girls about 
automotive safety and careers in the automotive 
industry. Despite making what she character-
L]HG�DV�D�´FRPSHWLWLYH�VDODU\�µ�:LOOLDPV�VDLG�WKH�
perception among her friends and peers is that 
QRQSURÀW�ZRUN�GRHV�QRW�SD\��
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Shelly Cryer, author of  5HFUXLWLQJ�DQG�5HWDLQLQJ�
WKH�1H[W�*HQHUDWLRQ�RI �1RQSURÀW�/HDGHUVKLS��� said 
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of  the Millennials’ approach to work: a steadfast 
determination to balance work and life. 

In *HQHUDWLRQV��7KH�&KDOOHQJH�RI �D�/LIHWLPH�IRU�
<RXU�1RQSURÀW� Peter C. Brinckerhoff  wrote that 
baby boomers “have been the ‘Thank God It’s 
0RQGD\·�JHQHUDWLRQ�³�ZRUNLQJ��ZRUNLQJ��ZRUN-
ing.” The response from Generation X and the 
Millennials, Brinckerhoff  added, has been, “No 
thanks.”14

5HDG\�WR�/HDG"��E\�&RPSDVV3RLQW�1RQSURÀW�
Services, The Meyer Foundation and the Annie 
E. Casey Foundation, found that of  those survey 
respondents not pursuing an executive director 
SRVLWLRQ�����SHUFHQW�VDLG�WKH�SHUFHSWLRQ�WKDW�WKH\�
ZRXOG�KDYH�WR�VDFULÀFH�ZRUN�OLIH�EDODQFH�ZDV�D�
key factor.15

Combine the desire of  younger workers for 
more work-life balance with the generally lower 
VDODULHV�RIIHUHG�LQ�WKH�QRQSURÀW�VHFWRU��DQG�\RX�
have a formula for problems.  At least in the 
private sector, workers in all-consuming jobs 
can feel they are being duly compensated and 
DUH�ZRUNLQJ�WRZDUG�D�VSHFLÀF�OLIHVW\OH�RU�D�PRUH�
secure future. It’s no surprise that the combina-
tion of  long hours and low pay that comes with 
PDQ\�QRQSURÀW�SRVLWLRQV�LV�D�WXUQRII �WR�\RXQJHU�
ZRUNHUV��7KHVH�ZRUNHUV�FDQ�ÀQG�MREV�LQ�WKH�SUL-
YDWH�VHFWRU�DQG�IXOÀOO�WKHLU�SKLODQWKURSLF�LQWHUHVWV�
through volunteer service, charitable donations 
or other means. 

7R�EULQJ�WKLQJV�PRUH�LQWR�EDODQFH��QRQSURÀWV�
may have to play catch-up to the private sector 

DQG�JRYHUQPHQW�RQ�ZRUN�OLIH�LVVXHV�OLNH�ÁH[-
WLPH��´7KH�QRQSURÀW�VHFWRU�KDV�EHHQ�D�SODFH�RI �
innovation on so many issues for so long that 
it’s shameful we are falling behind on this one,” 
Corvington said. He went on to urge grant-
PDNHUV�WR�ZRUN�ZLWK�QRQSURÀWV�WR�FUHDWH�ZRUN�
environments that will prove attractive to young 
professionals.

“As I get older, I realize so much of my life 
has always been, ‘I’ll sacrifice this because I’m 
committed to this issue.’ Approaching my 40s, 
I think I’ve done as much sacrificing as I can, 
and there comes a point where you want to 
experience your life as well as be committed. 
But most nonprofits are so small that there is 
just not the ability to balance the two.”

— Focus group parTicipaNT from The Ready  
to Lead? sTudY

Skill development. Higher pay is not the 
only attraction of  private-sector jobs for many 
\RXQJHU�SHRSOH��WKHUH�LV�DOVR�D�SHUFHSWLRQ�WKDW�
the business world offers more (and better) op-
portunities for professional development. 

5HVHDUFKHUV�IRU�7KH�)RUEHV�)XQGV�LGHQWLÀHG�D�
perception among young people in Pittsburgh 
WKDW�WKH�QRQSURÀW�VHFWRU�LV�D�SRRU�FDUHHU�FKRLFH�
for those interested in developing their manage-
ment abilities. The reason: a lack of  support for 
professional development. A young professional 
put it this way in a series of  conversations con-

14.	 Peter C. Brinckerhoff. *HQHUDWLRQV��7KH�&KDOOHQJH�RI �D�/LIHWLPH�IRU�<RXU�1RQSURÀW��������)LHOGVWRQH�$OOLDQFH�
15.	 5HDG\�WR�/HDG"�1H[W�*HQHUDWLRQ�/HDGHUV�6SHDN�2XW�������
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vened for The Forbes Funds’ /RRN�+HUH��report: 
´&XUUHQWO\��JURRPLQJ�RI �WDOHQW�LQ�WKH�QRQSURÀW�
VHFWRU�LV�E\�WKH�VHDW�RI �\RXU�SDQWV��VRPH�JURRP-
ing happens effectively through mentors, but it is 
mostly by luck.”��

7KLV�LVQ·W�MXVW�D�SUREOHP�IRU�QRQSURÀW�ZRUNHUV��
of  course. It is also a problem for the sector as 
a whole, as workers don’t develop the skills they 
need to do their jobs effectively and advance to 
OHDGHUVKLS�UROHV�LQ�WKHLU�RUJDQL]DWLRQV��

5HQHH�2NDPXUD��D�%D\�$UHD�FRQVXOWDQW�ZKR�
ZRUNV�ZLWK�QRQSURÀWV�RQ�OHDGHUVKLS�DQG�RWKHU�

issues, said skills development for future lead00300cl7.3860 Td
(-)Tj
-187.386000520050001
[<00B40026.452 T1a1d be mol7.se. I theiorityor as 
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With good data in hand, you’ll be able to focus 
\RXU�RUJDQL]DWLRQ·V�LQYHVWPHQWV�RQ�D�VSHFLÀF�
DUHD�RI �QHHG�³�IRU�H[DPSOH��SURYLGLQJ�JUDQWHHV�
with resources they can use to beef  up salaries 
DQG�SURIHVVLRQDO�GHYHORSPHQW��GUDZLQJ�PRUH�
ORFDO�FROOHJH�JUDGXDWHV�LQWR�QRQSURÀW�FDUHHUV��RU�
ensuring better support for younger, second-tier 
QRQSURÀW�OHDGHUV��

“One problem with the sector is that we often 
talk about next-generation leaders writ large,” 
said Corvington. He advised grantmakers to 
WDLORU�WKHLU�ZRUN�WR�VSHFLÀF�UHFUXLWPHQW�DQG�
GHYHORSPHQW�FKDOOHQJHV�IDFLQJ�QRQSURÀWV��RU�WR�
VSHFLÀF�VHJPHQWV�RI �WKH�QH[W�JHQ�SRSXODWLRQ��
He added that a 21-year-old college senior might 
need a different type of  leadership support than 
a 34-year-old who has already been working in 
the sector for 12 or more years. 

For smaller grantmakers, research to identify key 
next-gen issues doesn’t have to take a lot of  time 
or money. One option is to work through a local 
QRQSURÀW�DVVRFLDWLRQ�RU�WKH�UHJLRQDO�DVVRFLDWLRQ�
of  grantmakers. Or, if  you’re doing the research 
\RXUVHOI��\RX�FRXOG�RUJDQL]H�D�VHULHV�RI �LQWHU-
views and/or focus groups with college students, 
\RXQJHU�QRQSURÀW�ZRUNHUV��QRQSURÀW�OHDGHUV�
and others. 

Whatever you do, your goal should be to gather 
information and perspective you can take to your 
board, other grantmakers and the larger com-
munity. Help people see that this is an issue that 
demands greater attention and action by your 
RUJDQL]DWLRQ�DQG�RWKHUV��

How can we make the case for the changes that need  
to happen to attract and retain the next generation of 
nonprofit leaders?

As this Action Guide has shown, strengthening 
WKH�OHDGHUVKLS�SLSHOLQH�IRU�QRQSURÀWV�LVQ·W�MXVW�
a matter of  individual grantmakers providing 
WKHLU�JUDQWHHV�ZLWK�PRUH�UHVRXUFHV�IRU�QRQSURÀW�
salaries or professional development. There’s a 
bigger challenge at hand: spurring new thinking 
�·W�M
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GET TO WORK

7KH�QRQSURÀW�OHDGHUV�RI �WRPRUURZ�ZLOO�EH�
DWWUDFWHG�WR�RUJDQL]DWLRQV�WKDW�KDYH�WKH�FDSDF-
ity to succeed, and that provide a stimulating, 
UHZDUGLQJ�DQG�ÁH[LEOH�MRE�HQYLURQPHQW�ZKHUH�
young people can thrive and advance in their 
careers. As a result, the highest-leverage move 
for grantmakers seeking to make next-generation 
leadership a priority is to address the “money 
LVVXHµ�KHDG�RQ��7KDW�PHDQV�IXQGLQJ�QRQSURÀWV�
to be effective, attractive workplaces for next-
generation leaders. 

5LJKW�QRZ��RUJDQL]DWLRQV�WKDW�PHHW�WKHVH�FULWHULD�
are in short supply. For example, researchers 
have documented a perception among young 
SHRSOH�WKDW�QRQSURÀWV�DUH�´KROORZHG�RXWµ�³�
that is, that a dearth of  midlevel positions means 
QRQSURÀWV�GRQ·W�RIIHU�D�FOHDU�FDUHHU�SDWK�IRU�
younger, ambitious workers. 

Another problem for the sector is a lack of  in-
vestment in technology. Younger workers 

want to be in a workplace that is technologically 
XS�WR�GDWH�³�ZLWK�D�ZHOO�GHVLJQHG�:HE�VLWH�DQG�
recent-vintage computers. 

%XW�QRQSURÀWV�KDYH�QRW�GHOLYHUHG�WKH�WHFKQR-
logical goods, according to the report 2QOLQH�
7HFKQRORJ\�IRU�6RFLDO�&KDQJH��)URP�6WUXJJOH�WR�
6WUDWHJ\� The report is based on insights col-
OHFWHG�IURP�PRUH�WKDQ�����VRFLDO�FKDQJH�JURXSV��
WHFKQRORJ\�SURYLGHUV�DQG�QRQSURÀW�WHFKQRORJ\�
capacity builders. Its main conclusion: While or-
JDQL]DWLRQV�KDYH�EHJXQ�WR�KDUQHVV�VRPH�RI �WKH�
:HE·V�SRZHU�RYHU�WKH�ODVW�ÀYH�\HDUV��QRQSURÀWV�
continue to struggle to make use of  new and 
emerging technologies.19

And then there is the ever-present issue of  
VDODULHV�DQG�EHQHÀWV��6XUYH\�DIWHU�VXUYH\�VKRZV�
that young people view low salaries and ben-
HÀWV�DV�D�FKHFN�DJDLQVW�WKH�QRQSURÀW�VHFWRU�DV�D�
career choice. Participants in the focus groups 
RUJDQL]HG�E\�7KH�)RUEHV�)XQGV�UHPDUNHG�WKDW�

How can we make sure grantees have the capacity to identify 
and develop next-generation leaders?

19.	 Leda Dederich, Tate Hausman, Susan Maxwell. 2QOLQH�7HFKQRORJ\�IRU�6RFLDO�&KDQJH��)URP�6WUXJJOH�WR�6WUDWHJ\. 
������'RW2UJDQL]H��ZZZ�GRWRUJDQL]H�QHW�UHSRUW�LQWURGXFWLRQ�
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QRQSURÀW�VDODULHV�GR�QRW�QHFHVVDULO\�KDYH�WR�EH�
competitive with the private sector. They simply 
need to enable workers to afford a decent home 
and support a family, which many view as an 
impossibility based on current salaries in the 
sector. 

1RQSURÀWV�DUH�LQ�GLUH�QHHG�RI �UHVRXUFHV�WKH\�
can use to boost salaries, invest in technology 
and other infrastructure, and take other steps to 
EXLOG�RUJDQL]DWLRQV�ZKHUH�\RXQJ�SHRSOH�ZDQW�
to work and are rewarded for their work. For 
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Beyond funding grantees in ways that enable 
them to make next-gen issues a priority, grant-
makers can take a number of  actions to help 
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FROOHJLDOLW\�³�WKH�RUJDQL]DWLRQDO�HQYLURQPHQW�
many young people are attracted to.”21

7RGD\��DOPRVW����\HDUV�ODWHU��(LVHQEHUJ·V�REVHU-
YDWLRQV�DUH�VWLOO�RQ�WDUJHW�³�EXW�WKH�QRQSURÀW�
sector still embraces a traditional, top-down 
approach to leadership. This remains the case 
despite the fact that next-generation workers 
consistently express a preference for collegial, 
consensus-driven work environments. 

1RQSURÀWV�DQG�WKHLU�IXQGHUV�FDQ�³�DQG�PXVW�
³�GR�D�EHWWHU�MRE�QXUWXULQJ�FROOHFWLYH�OHDGHU-
ship in the sector. As described in ,QYHVWLQJ�LQ�
/HDGHUVKLS��9ROXPH��� collective leadership re-
ÁHFWV�D�EHOLHI �WKDW�´OHDGHUVKLS�LV�WKH�SURGXFW�RI �
groups rather than individuals” and that it “can 
FRPH�IURP�PDQ\�SODFHV�LQ�DQ�RUJDQL]DWLRQ�RU�D�
community.”22

How can grantmakers support and encourage 
collective forms of  leadership that engage more 
\RXQJ�SHRSOH�LQ�RUJDQL]DWLRQDO�DQG�FRPPXQLW\�
GHFLVLRQ�PDNLQJ"�,QYHVWLQJ�LQ�/HDGHUVKLS��9ROXPH����
provided suggestions such as:

n	 supporting leadership development 
opportunities that reach beyond the executive 
GLUHFWRU�WR�HQJDJH�RUJDQL]DWLRQDO�WHDPV�LQ�
shared learning,

n	 supporting networking and professional 
development opportunities for second-tier 
DQG�PLGOHYHO�QRQSURÀW�OHDGHUV��DQG

n	 VXSSRUWLQJ�LQLWLDWLYHV�DQG�RUJDQL]DWLRQV�
that engage young people and others in 
bottom-up efforts to solve social problems. 

Also speaking up on behalf  of  new forms of  
OHDGHUVKLS�DQG�QHZ�RUJDQL]DWLRQDO�VWUXFWXUHV�
were the authors of  8S�1H[W��*HQHUDWLRQ�&KDQJH�
DQG�WKH�/HDGHUVKLS�RI �1RQSURÀW�2UJDQL]DWLRQV� 
´0DQ\�VRFLDO�FKDQJH�RUJDQL]DWLRQV�VWUXJJOH�WR�
ÀQG�DSSURSULDWH�OHDGHUVKLS�DQG�GHFLVLRQ�PDNLQJ�
structures that model deeply held values of  em-
powerment and participatory democracy,” they 
ZURWH��´7KHVH�NLQGV�RI �FOHDUO\�GHÀQHG�VWUXFWXUHV�
can help retain younger staff  and provide a fer-
tile ground for training new leadership.”

Support leadership development programs 
for next-generation nonprofit leaders.  
Many grantmakers have gotten the message 
about the importance of  supporting next-
JHQHUDWLRQ�QRQSURÀW�OHDGHUV�DQG�DUH�IXQGLQJ�
training and development programs targeting 
WKHLU�JUDQWHHV�DQG�RWKHU�QRQSURÀWV��0RVW�RI �
WKHVH�SURJUDPV�DUH�RUJDQL]HG�DQG�RIIHUHG�E\�
LQWHUPHGLDULHV�OLNH�&RPSDVV3RLQW��5RFNZRRG��
the Center for Community Change, the Devel-
opment Training Institute and others. Examples 
include the following:

n	 The Arcus and Gill Foundations provide 
JUDQWV�WR�WKH�5RFNZRRG�/HDGHUVKLS�3URJUDP�
to train younger leaders in the gay, lesbian, 
bisexual and transgender movement. 

���	 3DEOR�(LVHQEHUJ��´+HOS�:DQWHG��1HZ�1RQSURÀW�/HDGHUV�IRU�WKH���VW�&HQWXU\�µ�1)*�5HSRUWV��)DOO�������9RO�����
Issue Three. Neighborhood Funders Group. 

22.	 Kathleen Enright. ,QYHVWLQJ�LQ�/HDGHUVKLS��9ROXPH����,QVSLUDWLRQ�DQG�,GHDV�)URP�3KLODQWKURS\·V�/DWHVW�)URQWLHU��������
GEO. www.geofunders.org.
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n	 Grants from the Silicon Valley Community 
Foundation and the Zellerbach Family 
Foundation enable the staffs of  their 
JUDQWHHV�DQG�RWKHU�QRQSURÀWV�WR�HQUROO�
in CompassPoint’s training for younger 
QRQSURÀW�OHDGHUV��

n	 The Whitman Institute and the Surdna 
Foundation support On the Verge, a Bay 
Area initiative designed to develop the skills 
and vision of  young people to lead social-
change efforts in their communities. Since 
WKH�SURJUDP·V�VWDUW�LQ�������PRUH�WKDQ����
\RXQJ�OHDGHUV�LQ�WKHLU���V�KDYH�SDUWLFLSDWHG�
LQ�2Q�WKH�9HUJH��DQG�PRUH�WKDQ����QRZ�KROG�
VLJQLÀFDQW�OHDGHUVKLS�SRVLWLRQV�LQ�QRQSURÀW�
DQG�SXEOLF�VHFWRU�RUJDQL]DWLRQV�

n	
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“What makes me feel really happy about 
where I work is that I have a wonderful  
executive director who has been mentoring 
me from day one.”

— Focus group parTicipaNT from The Ready  
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“I think we need to talk about inclusion that 
allows us to strengthen our work,” said Alvin 
6WDUNV��VHQLRU�SURJUDP�RIÀFHU�ZLWK�WKH�$UFXV�
Foundation. All too often, he added, diversity  
is pursued in the interest of  maintaining a 
EXVLQHVV�DV�XVXDO�DSSURDFK�WR�QRQSURÀW�ZRUN��
albeit with “different types of  people.”  

“Next-generation leaders must have the sophisti-
cation and the license to address these challenges 
by pushing a new analysis for forward-thinking 
solutions,” Starks said.

Among the major obstacles to diversifying the 
sector’s leadership ranks is the traditional, infor-
PDO�DSSURDFK�WR�KLULQJ�DPRQJ�QRQSURÀWV��6KHOO\�
Cryer said her research shows that the number-
RQH�ZD\�LQ�ZKLFK�QRQSURÀWV�UHFUXLW�WDOHQW�LV�YLD�
word of  mouth. 

´7KHVH�RUJDQL]DWLRQV�EHOLHYH�LQ�WKH�IDPLO\�
FXOWXUH�WKH\�DUH�FUHDWLQJ�LQ�WKHLU�RUJDQL]DWLRQV��
but it’s a problem when leaders don’t have the 
resources and knowledge to reach beyond their 
family circle, especially in their efforts to recruit 
a more diverse staff,” Cryer said. She suggested 
WKDW�JUDQWPDNHUV�ZRUN�ZLWK�QRQSURÀWV�WR�
´SURIHVVLRQDOL]Hµ�+5�SUDFWLFHV�VR�WKH�VHFWRU�FDQ�
EH�VXUH�LW·V�UHDFKLQJ�D�GLYHUVH�SRRO�RI �TXDOLÀHG�
FDQGLGDWHV�IRU�QRQSURÀW�MREV��

:KDW�ZRXOG�LW�WDNH�WR�SURIHVVLRQDOL]H�QRQSURÀW�
+5�SUDFWLFHV"�A�&KURQLFOH�RI �3KLODQWKURS\ article 
by Michael Watson, vice president of  human 
resources with Girl Scouts of  the USA, suggests 
some answers. Watson wrote:

7R�EHWWHU�UHFUXLW�GLYHUVH�SRROV�RI �WDOHQW��
RUJDQL]DWLRQV�VKRXOG�GHYHORS�UHODWLRQVKLSV�
ZLWK�SURIHVVLRQDO�RUJDQL]DWLRQV�WKDW�SHRSOH�
RI �FRORU�EHORQJ�WR��SRVW�SRVLWLRQV�RQ�:HE�
VLWHV��QHZVSDSHUV��PDJD]LQHV�DQG�RWKHU�
YHKLFOHV�WKDW�UHDFK�SHRSOH�RI �FRORU�DQG�
UHTXLUH�WKDW�VHDUFK�ÀUPV�SURYLGH�\RX�ZLWK�
GLYHUVH�VODWHV�IRU�HYHU\�RSHQLQJ�31 

Diversifying the ranks of  the sector’s next- 
generation leaders doesn’t stop after the hiring 
SURFHVV�LV�FRPSOHWH��RI �FRXUVH��1RQSURÀWV�DOVR�
need to pay attention to the need to retain  
GLYHUVH�OHDGHUV�RQFH�WKH\�DUH�LQ�QRQSURÀW�MREV��

According to Watson, successful retention stems 
from having executive directors and supervi-
sors in place who have the skills to manage 
diverse talent. Also important: creating mentor-
ing relationships with diverse older leaders who 
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AT A GLANCE: NeXT-GeN PrioriTies for graNTmakers

n	 Make sure you’re providing grantees with the resources they need to create effective, 
attractive workplaces for next-generation leaders.

n	 Support leadership development opportunities that emphasize collective leadership, 
mentoring, peer networking and other proven techniques.

n	 Reach out to colleges and universities�WR�SURPRWH�QRQSURÀW�VHFWRU�FDUHHUV�WR�JUDGXDWHV�

n	 Make diversity a next-gen priority�E\�VXSSRUWLQJ�QRQSURÀWV�WR�UHDFK�RXW�WR�GLYHUVH�DXGLHQFHV�
in their recruiting and hiring.   
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Grantmakers can play a crucial role in identifying 
DQG�GHYHORSLQJ�WKH�QH[W�JHQHUDWLRQ�RI �QRQSURÀW�
leaders. This Action Guide has explored two 
principal paths to achieving this goal:

n	 Adopting grantmaking practices (such as 
increased general operating support and 
capacity-building support dedicated to 
leadership development) that can help make 
QRQSURÀWV�VWURQJHU��PRUH�HIIHFWLYH��DQG�PRUH�
appealing to young people as places to work 
DQG�EXLOG�FDUHHUV��

n	 Investing in successful and proven 
approaches to recruitment, development 
DQG�UHWHQWLRQ�RI �QH[W�JHQHUDWLRQ�QRQSURÀW�
leaders

As grantmakers begin to engage in this work in 
a serious way, they inevitably will come face-to-
face with the fundamental challenge confronting 
QRQSURÀWV��ÀQGLQJ�WKH�ÁH[LEOH��UHOLDEOH��VXVWDLQ-
DEOH resources they need to strengthen their 
´+5�IXQFWLRQµ�DQG�EXLOG�D�EHWWHU�QRQSURÀW�
workplace. 

Young people consistently say they want to serve 
WKHLU�FRPPXQLWLHV��WKH\�ZDQW�WR�KHOS�EXLOG�D�
better world. By working closely with grantees 
and with others in philanthropy, grantmakers can 
help next-generation leaders focus on making a 
GLIIHUHQFH��QRW�D�VDFULÀFH�

“I have a friend that’s in the for-profit sector.  
I tell her, ’I love my job [in the nonprofit sec-
tor]. I love what I do. I love my co-workers.’ 
And she says, ‘I want that!’”

— Focus group parTicipaNT from The Ready  

to Lead? sTudY

 

CONCLUSION
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RESOURCES
$PHULFDQ�+XPDQLFV�DQG�WKH�1RQSURÀW�6HFWRU�:RUNIRUFH�&RDOLWLRQ�³�D�QDWLRQDO�DOOLDQFH�RI �FRO-
OHJHV��XQLYHUVLWLHV�DQG�QRQSURÀW�RUJDQL]DWLRQV�ZRUNLQJ�´WR�HGXFDWH��SUHSDUH�DQG�FHUWLI\�SURIHVVLRQDOV�WR�
VWUHQJWKHQ�DQG�OHDG�QRQSURÀW�RUJDQL]DWLRQV�µ�$PHULFDQ�+XPDQLFV�DOVR�IDFLOLWDWHV�WKH�1RQSURÀW�6HFWRU�
Workforce Coalition. www.humanics.org. 

$QQLH�(��&DVH\�)RXQGDWLRQ��/HDGHUVKLS�'HYHORSPHQW��³�D�FROOHFWLRQ�RI �:HE�EDVHG�UHVRXUFHV�RQ�
next-gen and other leadership issues. www.aecf.org/MajorInitiatives/LeadershipDevelopment.aspx.

*HQHUDWLRQ�&KDQJH�³�DQ�LQLWLDWLYH�RI �WKH�&HQWHU�IRU�&RPPXQLW\�&KDQJH�WR�UHFUXLW��WUDLQ�DQG�VXSSRUW�
WRPRUURZ·V�JUDVVURRWV�RUJDQL]HUV�DQG�OHDGHUV�WR�FRQIURQW�WKH�FKDOOHQJHV�RI �SRYHUW\�DQG�LQMXVWLFH�LQ�WKH�
21st century. www.communitychange.org/genchange/.

Idealist�³�D�:HE�VLWH�FUHDWHG�E\�$FWLRQ�:LWKRXW�%RUGHUV��D�1HZ�<RUN�EDVHG�QRQSURÀW��WR�IDFLOLWDWH� 
connections among individuals and institutions that are interested in improving their communities.  
www.idealist.org. 

NetImpact�³�DQ�LQWHUQDWLRQDO�RUJDQL]DWLRQ�RI �´QHZ�JHQHUDWLRQµ�0%$�VWXGHQWV�DQG�FRUSRUDWH�DQG�QRQ-
SURÀW�SURIHVVLRQDOV�FRPPLWWHG�WR�ZRUNLQJ�IRU�VRFLDO�FKDQJH��ZZZ�QHWLPSDFW�RUJ��

Public Allies�³�D�SURJUDP�WKDW�LGHQWLÀHV�WDOHQWHG�\RXQJ�DGXOWV�IURP�GLYHUVH�EDFNJURXQGV�DQG�SUHSDUHV�
them for careers working for community and social change. www.publicallies.org. 

<RXQJ�1RQSURÀW�3URIHVVLRQDOV�1HWZRUN�³�DQ�DVVRFLDWLRQ�RI �QRQSURÀW�SUDFWLWLRQHUV�ZLWK�FKDSWHUV�
DFURVV�WKH�FRXQWU\�SURPRWLQJ�JURZWK��OHDUQLQJ�DQG�GHYHORSPHQW�IRU�\RXQJ�QRQSURÀW�SURIHVVLRQDOV�� 
www.ynpn.org.
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