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Cleveland, Ohiois home to a welbducated
and committed corps of nonprofit professiona

in their 20s and 30s.

They are dedicated to the organizations th
serve, but manyhave found that in order tc
advance their careers they must consic
leaving Cleveland and, in some cases,
nonprofit sector as a whole.

) £ #1 AOAIT AT AG6O 11
leads the way In taking steps to
define, support and promote

nonprofit work as a viable career choic
for its young professionals,they may
be more likely to stay in the region.
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A Note from the Author s

826 w3T EUZ UwUIT 1 wung nopiofd & BIOH L QUOSHOEOUwWPT wherE OUPIT Ul
asked whether they have ever considered leaving Cleveland to advance their carees. Is

it the economy? The weather? Is it some other factor outside of our control? Possibly.

But the challenge remains: Cleveland nonprofits need to go the extra mile to ensure that

young professionals are not lured away by bigger cities or bigger paychecks. YNPN

Cleveland looks forward to meeting this challenge head on.

When the survey working group first met in late 2010, wil w Pl Ul Oz Ow UUUIl whbl
findings would reveal about YNPN Cleveland members and other young nonprofit
professionals. Some of the data took us by surprise, some we predicted. Some of the
underlying themes we anticipated, others became clear only after focus group

participants highlighted them. The themes we identified and the solutions provided

here are not definitive answers to the challenges we face as a sectoin Cleveland. Even

the survey had its limitations. We hope our readers will respect these conditi ons and

see this report as a conversation starter rather than the final word.

3TT wUOOUUPOOUWEOBEwWUT T Ol UwUT EUT Ewi 1 Ul wEOwWOOU WO
Our survey respondents are willing to work hard to improve their organizations and

z N o~ e =

way.

Sincerely,
YNPN Cleveland Survey Working Group , July 2011

Katie Artzner, Matt Carter, Jamie Jones, Kari Mirkin, and Jana Nassif
with researchers Esther Alcaina de la Iglesia, Barlra Lewis, and Amanda Shaffer

To access the original survey instrument and the complete survey results, visit
ynpn.org/cleveland/about -2/reports/.
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The Survey: Who, When and Why
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YNPN Cleveland completed its first member
UOUYI aw Ul GuUGaw EI UI
establishment in 2009 with a goal of learning
how it could best serve the local nonprofit
community. Over time, it became clear that a
more thorough study would be invaluable
planning future YNPN Cleveland initiatives
and advocating for its members in the
nonprofit community.

in

In the fall of 2010, YNPN Cleveland
leadership and a newly formed survey
working group teamed up with Quantitative

Analysis students at Case Western Reserve
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Organizations. Together they created a

survey, Building a Career in Nonprofit Cleveland

that focused on the career
xUOI 1 UUPOOGEOW Ol 1
audience: YNPN Cleveland members with
Ol UUwUT EOwUT OGwal EVUUZ wli
field and nonprofit management graduate

goals and

students who are employed or have yet to
enter the workforce. In November, the student

EUw OI

YNPN Clevelandis part of a national network of
Uindepertdiénti cloaptes,| tiie xfitsti o) whighuwa
established in 1997. Today, over 20,0(
ET AEOEAOAT O T AOQOET T xEA/
47 chapters; YNPN Clevelantbae has over 900
members. All of these chapters share a mission
supporting the professional development of th
next generation of nonprofit leaders. Locally
YNPN Cleveland carries out this mission
hosting workshops, social events and volunte
projects that address the interests and concert
of its diverse and talented membership.

team set up a web-based survey to collect the
data.

In addition to the more th an 700 individuals

in the network at that time, the survey was

also made available to 100 students at the

Mandel Center and 63 students enrolled in

)y OT Ow " EUUOOOw 40bYIi UUDPUaz
administration program. A of 143

responses were collected beforet | wUUUYI az Uu

total

close on November 5.

Of these
iespandedtsy | OUw - OO UOI PUOw
110 were

female and 33

were male.

Respondents UUUYI az 0w OEUT 1 Qw
had an

... EMale mFemale
®R/&rq0¢) PAYOET wbOwUT | wOOOxUOI PUw
of 31, and most respondents reported that
they have been employed at a nonprofit
organization for no longer than 5 years.
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After reviewing the survey findings, two
focus group sessions attended by 12 young
professionals were held in February 2011
generating a significant amount of new data
to supplement the original findings, m uch of
which is represented throughout this report in

graphic form.

As we pored over the results, a singular theme
emerged from the recorded and verbal
responses given by these young professionals
even those who have attained an education

YNPN | CEVELAND

We also agreed that if more people
understood the benefits of working for a
nonprofit, the sector could attract the best and
brightest workers on the market, while also

Years at current organization
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10% ‘

©%
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specifically in the field: " Ol Y1 OE OE z {akin® &téps tov@id Briduting that more of its

sector is havingn identity crisis.

While there is an abundance of talented,
dedicated young professionals in the sector,
many of these individuals might be surprised
to learn that they are indeed nonprofit
professionals. Others know that they work for

Positions

currently
held

Intern
Executive 5% Board member
1%

director
7%
Administrative ‘
associate
5%

Entry-level
1% Consultant

Other

r i
Librarian
16% Social worker
Project manager
Manager Fellow

12% . etc...
Director

12%

Coordinator

27%

existing workfor ce is happily retained.

Survey takers provided many ide as to address
the issues surrounding job satisfaction, and
our focus group participants added even

more. Each of the solutions, we found, was a
matter of redefining the nonprofit career,

promoting th e nonprofit career to jobseekers
early and often, or supporting current

professionals in their new careers.

We thus came up with the following theory: If

“ Ol Vi OEOEZ OwOOOx UOT DOwE OC

the way in taking steps to define,
support and promote nonprof it work as a
viable career choice for its young

professionals, they may be more likely to

a nonprofit, but EUT Oz Owli R EE UOa wtayirttheuagibre O w U1 E 0 w

means. We surmised that people working in
retail, in finance, or some other industry
would likely realize it and would know what
qualities place their employers in each
respective category, as well
employers look for when seeking new talent.

as what

There are steps we can taket highlighted in
bold throughout this report ¢ to make sure
individuals feel they are working in a self -
aware and supportive community, not just an

isolated cubicle.
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Defining the Nonprofit Career

What is the nonprofit j ob?
Though they may not realize it, a professor at a private university, a nurse at almost any
hospital, and a social worker at a crisis-care nursery are all technically nonprofit professionals.

Because so many nonprofit professionals wear so many hats, it can be difficult to convey what a

nonprofit job title encompasses, making career advancement across organizatios difficult,

especially among x UOI 1 UUPOOEOWEOEwWUUx x OQUUWUUEI T 6w. Ol wOOOx U

O000xUOI PUzUwxUONI EVUWEOOUEH

Our survey foundhat diversity of responsibility
IS one of the main draws of the nonprofit
career. Burnout, perhaps the result of too man
responsibilities, though, is cited as a major
drawback.

As such, nonprofit professionals
should be sure to highlight specific
job responsibilities on their resumes,
regardless of official job titles.
Nonprofit employers could help clarify things by developing a shared taxonomy
encompassing skills, career paths, and job titles in the sector. If nonprofit employers
team up to create this taxonomy, the city would lead the way in reshaping the definition of a
nonprofit job. It would also help garner respect from the business sector and increase young
prOil 1T UUDPOOE OUz w = asbribre and Maovelpledpl® &reuddl® © understand what their
nonprofit work is all about.

Bridging the education/experience gap

Nonprofit professionals who are
now in their 30s and 40s
represent the first generation of

Highest level of education

individuals to  deliberately High school
x UUUUT w EEUI T UUw EUw 2?06
professionals  (notwithstanding Some college

traditional professional settings
such as medicine, education, and
religion). While advanced
degrees in general nonprofit
administration are increasingly ~ Postgraduate
common, many more degree
professionals have come to the 0%  10% 20% 30% 40% 5o% = 60%
nonprofit sector by chance,

2-yeardegree

4-yeardegree
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gaining experience along the way after having chosen a nonprofit career because of
commitment to a cause, or simply because it happened to be the job that was available at the
time.

Survey respondents as a whole were highly - -

educated (97% have a 4year degree or post n"s’;:ars ExPe":.nce il
duate degree), but they largely lacked nonpr? IEeasones

gira o e . paid staff

gnificant on-the-job experience: more than

three quarters (76%) of survey respondents ‘ 0-2years

have worked in the nonprofit sector for less — ‘ 33%

than five years, and 79% have worked in their ’

current jobs for less than 4 years. In the focus

groups, participants with advanced degrees 3'i§::rs

shared their impressions that non-degreed

coworkers and managers with more experience do not always take their ideas and suggestions

seriously. It is essential for employers to recognize this tension where it exists and adjust

organizational workflow accordingly to ensure they are taking advantage of the talents, skills,

and education of all employe es.

Regardless of how workers happened upon their current position ¢ either deliberately or by

chancet al I EUUI I OUWEOOOPUOI OUwUOWEWEEUUI whPEUWUUUYI au
motivatio n for joining and staying in nonprofits, and this kind of dedication to mission might be

OO01 wOi wOI T wUI EUOUZUWUOUOGOT T UOWEUUT OUG

Prior experience Employers that have workers with
Desire to give “* Good fit for . . . .
back background varying educational/experiential

%
’ backgrounds should make

Available

Main opportunity  arrangements for formal, in -house

H H 15% . .
motivation > mentoring  opportunities  to
for joining amadionts | encourage an  atmosphere  of
the Sector org;,nization

8% collaboration and mutual respect.

Commitment
to cause

35% When properly  exploited, the

combined efforts of the highly
experienced and the highly educated can drive new ideas, improve program outcomes, and
encourage a seng of community. Young professionals can work informally to  bridge the
gap by actively identifying and seeking out those in their field whose work ethics
and achievements they admire, and establishing a mentoring relationship.
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In addition, educational institutions that provide degrees in nonprofit studies should
incorporate more experience -based learning to help bridge the gap between
education and experience.

A love the chance to do

. . L different things every day, the
Sw wolrbeuns?
The iss army k nifez e ’ flexibility, the fast pace of the

With the possible exception of the largest organizations, work, and the chance to mold
nonprofit jobs at all levels usually require a diverse set of | 0 pi OEOEI 1T Ol
responsibilities, calling for an equally diver se set of skills.
Happily, many nonprofit employees are imbued with an

entrepreneurial spirit and enjoy the

- Survey espondent

varying job duties: one of the survl a z
most often-cited benefits of a nonprofit
job was the variety of responsibilities and
work -related experiences.

Heavy workload, the likely result of
having so many responsibilities (along
with low pay) , was one the top 2 most
commonly -cited disadvantages of the
nonprofit job for young professionals . By

considering placing limits on the
range of responsibilities , nonprofit

employers may somewhat alleviate Describe what you like or value about
job  burnout,  giving young your current position.
professionals a better sense of the Work climate 37%
direct impact t heir positions have on Variety of work 33%
mission objectives, and allow ing Mission of the organization 31%
them to take more pride in their Learning on the job 6%
unique role. One survey respondent Spirit of innovation 4%
OPUUI Ewli i wi ©O0omay0 Flaxibility of workltime %
member, administrative assistant, and

. . . Creativity 10%
project manager» for an arts organization.
It is hard to imagine such a job title being | = coo o o With co-werkers.. 20%
used in the business or government Interaction with clients 35%
sectors. Autonomy/independence 6%
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Supporting the Nonprofit Career

Climbing the | adder

Clearly, nonprofit organization s cannot be expected to

create a new position each time a promotion is Qack of advancement opportunitie:

warranted. The size alone of some nonprofits can | duplication in job duties leaves me

i EOxT UwET EOET Uwodi wbOUi UOE O/ feeling undervaluesio JWEOOOuwW
to climb the corporate ladder gi ven a staff of 5 people or - Survey responden

less! Lack of career advancement was cited as the

However, DI wx UOOOUDPOOwWPUOZ UwbOwUT I WEEUEUOWOEOET |1 Ol
employees at all levels by including them in more mission -related decision making

and programming. | Ul UWEOOOwP Uz UwUT 1 wlabatiirbcReddost@mployeesl wOUT E C
in the first place.

At the same time, managers should take care to avoid simply piling on extra work . Indeed,

: : focus group participants agreed
If you have considered leavingthe . . (. many  employers,

nonprofit sector, what would be your .
P ! Y increased workload equates to

primary reason?
Lack of career advancement
Burnout

Poor social benefits

increased responsibility .

et Focus group participants also
La{;fcr_'f:fiai?l?oc: pointed out that the stress of

amily resons
Notenoughprofessionaldevehla:::n:;l:e’:g: h lower- and mid-level positions
B . may lead young professionals to

Income too low

foster an unrealistic view of the
0% 10% 20% 30% 40% 50%

daily responsibilittes of the
executive director. One focus group participant summed it up simp Oa o w?2 Ul | DOT wa OUlU wi
UOUI EET EEOl wPUWUEEUA WEOEwWDPOUDOPEEUDOT 62

Show me the money (and some Kkills)

Whether or not it is accurate, nonprofit professionals who took our survey largely believe they
could make more money in a similar position at a for -profit company. And although most
nonprofit professionals work in this field for reasons other than compensation, a reasonableand
comparable salary is still an important consideration .
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Nonprofit employees tend to wear many hats. A portion of their job re sponsibilities may be in
an areain which they have little or no experience. Given the lack of advancement opportunities
at many organizations, or unavoidable barriers when it comes to salary increases, nonprofits
may need to switch the focus to other benefits that increase job satisfaction and retention.
Professional development opportunities, mentoring, goal setting, and formal skills training

were all viewed favorably by more than

Career development opportunities
half of the survey respondents, and each

67% .
| | e 54'% represents a costeffective way of
Wished for|  48% Ny ag% ¥ L. . .
s | ", 3‘2% N\ enriching the job experience. If an
25% 25%) .
J ‘ employer cannot increase salary, but
7%
’ 5o ’ . .
\@‘f& o [ Ma o & f:arj cc,)rrlmlt‘ s‘orr)e dollars to its
o™ R & _ | OxOOal | Uz development,
Mx\% X @‘Z.@ oﬁ% “‘\:@“"& e
E @d‘j@“’ g o reimbursement for training, travel
o\\@‘*ﬁ o expenses and conference fees

represents an attractive alternative.

Articles published in " UED Oz Uw " Ol YIa®@E 5| woul d | ableetakeo b
reiterated by the focus group participants, point out  some time away from work for

that professional development opportunities are  Pprofessional development
opportunities without having to

viewed favorably by employees and might also lead to _
use up my vacation

a higher likelihood of retention than those who were
not encouraged or offered chances to participate in - DU el

such opportunities.

Even if tuition reimbursement or professional development funds for these individuals is out of
the question, something as simple as a flexible work schedule can make all the
difference for curren t employees wishing to pursue educational opportunities
outside of work.
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Promoting the Nonprofit Career

Nonprofit -tf EUwOI EOU wa O U wight*@Rrdihating oUtsite &f & O w U

nonprofit sector )

For those not involved in nonprofit opera UD OO UOwWUT 1T wUl UOw? 00O0x U0 PU> wUUU
of soup kitchens, homeless shelters, and volunteer work, not multi -million dollar hospital

facilities, world -renowned orchestras, or complex fundraising strategies. When asked, many

people will probabl 8 wWOOUWET wEE Ol w U OQuEGEEIAN BB s GakunEraivEreDeBs Bu ?
playsaroleD OwUT 1T wd O O xitdedtitybrtisis Ul EUOUZz Uw

A general misunderstanding about UT 1 w EUI EEUT w Ol w" 01 YI OEOEZUw OpOu
contributing factor in our region. Even some survey respondents, including several in the
healthcare and education fields,

_ R Subsectors
failed to correctly identify themselves  represented -
as nonprofit employees. It is hard to = byrespondents . o Education
. . . \ 20%
take pride in a nonprofit career that 24% ’

you do not fully recognize as G°"e"'me"t\ o~ Health

nonprofit. To encourage people to

a%

. Notin non-profit
pursue and embrace a nonprofit sector

1% 1%
career, they have to know what a /6% / :.-/-\ \
Religious

7% 5ocial Services

nonprofit career actually entails. Unemployed
Environment/

Animals Philanthropy

With mission as the bottom line,

work in nonprofits represents a distinct career path for those entering the sector. The more the
general public are made aware of what comprises the sectort who works in it, what they do,

and why ¢ the better for attracting new talent. Educational institutions have the
opportunity to play an especially significant role in promotion by including the
study of nonpro fits as part of their general education curriculum. Libraries can help

by building more substantial nonprofit collections to supplement thei r business
collections. W ell-respected nonprofits with financial means and large networks
should also consider ways to promote the sector as a whole. It is never too early or too
OEUIl wOOwWPOUUOGEUET wUOT T WEOGOEIT x UwOi w?000xU0OI PU2 8
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Teachers, professors, college counselors, and career advisors can all assist in
promotional efforts by marketing nonprofit career choices to s tudents at any
educational level ¢ high school, college, graduate school, or post-graduate and
continuing education. Even if they choose not to work in the field, these individuals will at

least have a better understanding of the economic environment in wh ich nonprofits operate and
may consider volunteering or becoming a donor.

#1 AOAI Al Ad aitagel 1 DPOT £ZEO E

A recent series IBfain Dealereporter Margaret Bernstein highlighted the long and illustrious histo
#1 AOAT AT A0 111 DOT ZEO OAAOT Oh xEIT OAst®l T OO ¢
AOOAATI EOEI AT O T £ OEA TAOETT180 EAEOOO Al il Of 1
philanthropy remains a proud hallmark of the Cleveland metropolitan area, now home to 1,391 .
corporate, and community foundations. In 20@A00 ' Xé¢ X [ E1 1 ET 1T A&l 1T x A/
sector through private institutional grants.

According to the National Center for Charitable Statistics, over 5,000 public charities with just ov
billion in reported assets conduct their programs# OUAET CA #1 O1 OU8 #EAO
Qb 5838 | AOOT BI 1 EOAT AOAAO OATEAA #1 AOAIT AT
revenue and #1 in total assets.

7TEOE 1 ATU T &£ .1T00EAAOO / EEI ticatedhand deghe€ gragramslinA
nonprofit management, the Cleveland area is awash not only with nonprofits, but with a populati
dedicated and educated professionals engaged in nonprofit work as well.

Sources, accessed 5/9/2011:

1 National Center foCharitable $atistics, Custom Table Wizartittp ://nccsdatawd.urbanorg/NCC3VIPublindexphp.

1 Charity Navigator 2010 Metro Market Studttp :/nccsdataweburbanorg/NCCEVIPublindexphp.

- AOCAOAO Plaindbae(sarid od dilanthrpp
htt p://blog.clevelandcom/philanthropy’2010/12how_qifts_great and small havehtml.

1 Aggregate Financial Information for Foundations in the Clevé&#&hdyletropolitan Are&irca 2008The Foundation
Center.http :/foundationcenterorg/findfunderdstatisticdpdf/01 found fin_data/2008msalclemsa)8.pdf.

1 Metro Area Funding by Foundatigfise Foundation Centehttp://glasspocketrg/factsmetromap.html.

But students are certainly not the only targets of t he nonprofit promotion campaign. T he sector
could do more to promote itself among the general population and, more specifically , current
jobseekers. As an example,a presence at job fairs, with a clear indication of the
I OxO00al Uz U siud gbsted @i alid 10 see, can help to improve awareness of

10
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the nonprofit career path. Even small nonprofits

) - 60% of survey respondents were
that may not necessarily h ave an open position at

able to identify opportunities for

networking in the community,
explaining the benefits and unique aspects of the and30%wanted to see more of

the time can promote nonprofit work by

nonprofit sector, including the mission as bottom this type of interaction.

line and the educational achievements of current

nonprofit workers ¢ doing mission-driven wor k does not equate to lower qualifications or a
lower degree of professionalism. Job seekers will begin to realize that taking a nonprofit job
makes you part of a community with shared values, not just one isolated organization.

Another way to address lack A
of awareness in the working *
world is for young nonprofit
professionals to collaborate
with professional associations

Careerdevelopment
available through other
organizations

in the for -profit sector. It is not
uncommon for working
professionals to consider

PUPPUET POT 2 wUIhaér U L
careers, and ay established .
connection these individuals have

with current nonprofit employees will make their transition simpler. Through networking with
their for -profit and governmental counterparts, young nonprofit professionals (really, those of
any age) can increase kowledge of the scope of the nonprofit sector and the wealth of skills
and disciplines its employees represent.

Mentoring
11%

Promoting within the nonprofit s ector

There is no doubt that Cleveland nonprofit organizations can benefit from an increase in

internal promot ion. The focus group sessions revealed that more organizations need to
familiarize all current and potential employees with the basics of nonprofit structure. By taking

pride in the sector and making an effort to advance knowledge among its workers, employ ers
can ensure that current nonprofit workers feel a stronger connection to their organization .

Connection is only part of the battle; Cleveland faces a significant challenge in retaining the
nonprofit job corps it currently has. 82% of the survey respondents (almost all of which are
currently employed by Cleveland nonprofits) have considered leaving Cleveland.

11
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83% would remain in the nonprofit sector, but would take their career outside of Cleveland.

Although the survey and focus groups identified t hat professionals are struggling with pay,
burnout and lack of advancement, often the mission and causes the organizations support keep
professionals in the sector, even if they are keeping one eye out for positions outside the sector.

If you considered leaving Cleveland,
where would you ideally take your
career?

Organizations can capitalize on this
commitment to the cause by creating
a sense of community at work and
interacting and collaborating with
other nonprofits when possible.
Leadership development programs,

To another nonprofit _ such as those conducted by the
organization

Cleveland Leadership Center, are

Outside the nonprofit sector I

10%  30%  50%  70% go0% Widely praised as excellent ways to
EEEI Ol UEUT w 601 zUw UBET U
and potential in, the community at large. Perhaps a program specifically targeted for nonprofit
professionals could be created that would focus on expanding interaction with the sector.
Nonprofit employ ers, nonprofit management degree programs, and foundations
could consider developing a rotational internship program that installs graduating
students EOE wOOOx UOI PUwbPOUOI UUwPDUT wUOET dlawknga I E
them to experience EUUDT OO1 OUUwUT UOUT T OU0wUT | wEBKsaz U
kind of experiential, collaborative effort

Z

uu
wOE

Teaching
Health care

C‘% ' Academia
organizations. Nonprofit ‘ Ifyou considered leaving the
professionals, too, can activate their e

) you most likely go?
own engagement in the
collaborative process by
volunteering for junior or associate

boards with nonprofits whose

would allow those just entering the
workforce to get a sense of the depth of
the local nonprofit sector, while helping
to increase capacity & selected

mission s appeal to them.

12
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Geography
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Cleveland and its discontents

As is true with other job satisfaction surveys, geographic location has the potential to color the
tone of some responses, particularly when satisfaction or discontent is being expressed. Our

survey found that while living in Cleveland
may be a facOUwBDOwUOOT woi wl
expressions of dissatisfaction with their job
prospects, other young professionals noted
that Cleveland can be a fun and exciting place
with a relatively low cost of living.

It should be noted that besides low
compensation, job burnout was a common
complaint of survey respondents, and burnout
is likely a problem no matter where one lives,
as evidenced by the results of a 2008 national
member survey conducted by YNPN, Stepping

Up or Stepping Out: A Report on the Readiness

) 10 B © x B QinpENPO Pw OE A

Theanswer&si AUAA8 7EOE OE
in Cleveland stretching back, some argue,

several years before the 2008 national econo
crisis, the perception of career opportunities i
Cleveland may be disproportionately negative

Even as the overall economy recupesatee
possibility of an upwardly mobdareer may still
be perceived as an unlikely scenarntess one
moves out of the area. Future studies of your|
professionals in the Cleveland area and othe
ofegions would likely yield different data, perhé

in the number of people happily employed or
perception of salary differences.

Next Generation Nonprofit Leaders

The results of the Cleveland survey indicate

that if nonprofits work to somehow address pay and burnout issues, current nonprofit
professionals might be more likely to stay in the region. In other words, Cleveland may not be
the problem, but it can be part of the solution.

Ol Y1 OEOEZz Uw OO reddgrizBdlandl1 E 0O U
employers can provide compensation or development
the positions available wit hin their organizations, talented

Once the professionalization of
advertised, and if
opportunities in line with

individuals across all disciplines and geographies will consider jobs in the sector.

nonprofit sector was mission, the idea of working for a nonprofit need not sound as though one
is choosing an alternative career path over that of the qualified professional seeking
advancement and compensatory pay.
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Conclusion

Countless articles and books have been _ ) i
O) think nonprofits need to collaborate ai

communicate to promote sustainability and network
in Cleveland. It'sosimportant to not work agains
professionalization of the nonprofit  grganizations, but work along side each other. At
career, and several of the other topics end of the day we are all doing the same thing. Tr
discussed in this report. While allofthe &1 Ei DOT OA 1 EOAO Al A EA
research and reading may help us
identify the challenges and opportunities
ahead, they are only useful if we choose to adopt these lessons and, by acting on them, make
them our own. As more and more people move out of their professional roles and into
retirement, the successful transition of the next generation of inspired, motivated and energ etic
leaders will be essential. Having the best-of-the-best in line to take over will ensure the lasting
YDUEODPUa wb hongrofitlsettorOE OE z U w

written about the upcoming lead ership
transition in the nonprofit sector, the

- Survey responden

Defining and promoting the nonprofit career is as important to the young professional as it

is to well-experienced nonprofit employees, and the suggestions in this report about

UOUI OT 0T 1 OPOT w" Ol YI OEOEZ Uw 000 xPdomingwtkeCnompraidb Ua w P D
career, however, is a task charged mainly to employers, especially those in Cleveland whose

younger employees are very likely to consider leaving their current posts unless more

compelling reasons to stay are available. YNPN Cleveland wants to be one of those reasons, but

what really matters is that each individual advocate for and seek out opportuniti es for personal

and professional growth no matter his or her job title. Further, if you have given someone that

job title, make sure it is meaningful.

To the young professional whose employer is unlikely or unwilling to entertain some of the
suggestions included here, it is up to you to map out your own career path. Find someone you
look up to and ask them what has mattered most in his or her career. Join professional
associations like YNPN Cleveland and expand your personal network of nonprofit colleagues .
Use your evenings and weekends to study nonprofit trends and other topics specific to your
field. Finally, take pride in your decision to pursue a career in, and help shape the future of, one

Z N N o~ A
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Comments or inquiries? Contact us at ynpncleveland@gmail.com .
© 2011
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Further Reading

Building a Career in No nprofit Cleveland , 8 - / - w" Ol Y1 OE Qivey Uwaddrdw®dd w U
October 27November 5, 2010. The survey instrument can be downloaded here:
http://ynpn.org/cleveland/about -2/reports/. Full results from the survey, including
unpublished additional charts, can also be accessed on this page.

Taxonomies for defining nonprofit skills ~ may be new territory for nonprofit employers, but in
2007the Nonprofit Academic Centers Council adopted universal guide lines similar in spirit to
OO0l w Oi w UT PUw xE x| Chrotlale WU Phildnthrio@® ndte about it  here
http://philanthropy.com/article/Universities -Agree-to/62749/.

The growing phenomenon of general nonprofit studies and nonprofit man agement programs
is covered POw ' 1 EUT T Uw ) OUOGa O artitler P¥olng Pébpleu Al iDeiminy Kor
Nonprofit Study ? from Chronicle of Philanthropwttp://philanthropy.com/article/Young -People-
Fuel-Demand-for/62104/.

3T T wxOUUDPEOI wUI OUDPOOaEEDIEN BUEDIVE wEIO@EayeéddsOmET UEUIT U-
degreed professionals) is touched upon in an Opportunity Knocks analysis of a Nonprofit
Quarterly EUUDPEOP Q@ Ow- OOxUOI PUw$ Ox OOal Ddgueesin Mondrofit Ew " E QE &
Management When  Hiring? 2 w http://content.opportunityknocks.org/2008/03/19/how -do-

nonprofit -employers-weigh -a-candidates-degree-in -nonprofit -management-when-hiring/ .

The link between non -salary benefits and employee job satisfaction hasbeendiscussed on
several occasions in" U E E@welandBusinesssuch as their May 14, 2007 article,

?Time Out For Training ?

http://www .crainscleveland.com/apps/pbcs.dll/article?AlD=/20070514/SUB/70510002/1076/TOC
&Profile=1076. A more recent (March 14, 2011)Crainz U w E tbubed spécitically support for
higher education: ?Tuition Reimbursement Levels Drop Locally 2
http://www.crainscleveland.com/apps/pbcs.dll/article?AlID=/20110314/FREE/303149948/1074/TO
Cé&template=printart .

More research from the national Youn g Nonprofit Professionals Network , including their
2008 Stepping Up or Stepping Outreport, can be accessed here http://ynpn.org/our -

voice/research/attachment/stepping_up/.
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