
Temp
Staffing
Adding
Technical
Expertise
BY MARK HRYWNA

M ore than $1 million was spent

on temp staffing during 2015 by

breast cancer charity Susan G.

Komen. The Dallas, Texas-based

headquarters was in the process of upgrading its

PeopleSoft financial software but the real problem

was staff turnover. “People who knew about it

were not here now,” Komen spokeswoman An-

drea Rader said, relying on institutional memory.

It was during a time in 2014 when there was a

shortage of IT people, she said, so they hired

temps while waiting to fill the positions. Adecco

Employment Services was among the highest

paid independent contractors, according to

Komen’s Form 990 for Fiscal Year Ending 2015.

Komen will use temp staffing if it can’t fill a po-

sition, Rader said. “Sometimes it’s a little more

cost effective to bring people in for specific proj-

ects or projects that aren’t going to last for a long

time,” she said.
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It’s not surprising that IT would be an
area where nonprofits turn to temp
staffing. “It’s easier to get someone in
who’s worked with a system before than
have temp staffing in program delivery,”
said Amy Sample Ward, CEO of Portland,
Ore.-based NTEN: The Nonprofit Technol-
ogy Network.

Temp staffing might be a way for a
nonprofit manager to know those costs
are contained and will remain temporary.
If a manager aims to change databases,
she said, that person might hire someone
to set up fields in a particular way within
the database, move all the data over, and
then once it’s up and running, contract
that temp to train existing staff on main-
taining the new system. “It’s more that
an organization can say, great, we need
someone who can do this heavy lift, train
us, and go back to [the same] IT spend
and staffing size,” Ward said.

Long gone are the days when admin-
istrative assistance is the sole purview of
temp staffers, according to Lisa Brown
Alexander, president and CEO of Wash-
ington, D.C.-based nonprofit HR. She
sees nonprofit managers more comfort-
able with using temporary staffers for an
assortment of short-term needs.

One of the things managers should
consider is the funding source for the
position and whether it’s short-term in
nature. “Getting a professional tempo-
rary staffer could be the way to go. Is it a
long-term, ongoing sustained need your
organization has? Then hiring a full-time
employee might be the way to go,”

Alexander said.
She is seeing more of an effort toward

hiring new people as opposed to simply
giving extra work to existing staff and fig-
uring out how to get it done. “So that is
an improvement; six or seven years ago,
that was not the trend,” she said.

Part of the reason is nonprofits’ matu-
rity compared with the private sector.
“The nonprofit sector is just catching
up,” Alexander said.

The sector generally lags when it
comes to best practices. Lots of organiza-
tions don’t have a dedicated human re-
sources function. They have talent but
no talent strategy, she said.

It’s important to be strategic about
who is doing that work, not just what
that work needs to be, NTEN’s Ward
said. “Sometimes a skilled volunteer for
three weeks is not what you needed if
that’s what’s available,” she said.

“If you’re setting someone up to mi-
grate your system and manage the data,
you’re actually asking them to com-
pletely influence the effectiveness of
your organization,” Ward said.

Nonprofits have an average of about
4.6 “technology-responsible staff ” and
each supports about 28 organizational
staff members, according to NTEN’s ninth
annual Nonprofit Technology Staffing

and Investments Report from 2015. The
10th annual study was released last
month, after this edition went to press.

“Leading” organizations are nearly
two times more likely to include technol-
ogy in strategic plans than “Struggling”
organizations, according to NTEN’s
last staffing survey. Some
two-thirds of respondents
formally include technology
in their strategic plans.

“Strategic use of talent
calls for a better approach
to that. If you want work
to be sustainable, with
high-quality outcomes, be
thoughtful about talent
strategy,” Alexander said.

Simply giving more work to people can
drive up costs and bring on employee
burnout, among other things.

For tax professionals and account-
ants, April 15 and the weeks and months
immediately preceding it is their Super
Bowl: Long days and lots of documents
to file ahead of the annual tax filing date. 

For accountants and finance folks in
the nonprofit space, the crazy time is year-
end. Sometimes that can be the calendar
year-end of December or the start of sum-
mer if the fiscal year ends in June. Either

Continued from page 1

“Temp staffing is
not a fixed cost
and not counted
into permanent
head counts.”
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‘‘It’s easier to get
someone in who’s
worked with a
system before than
have temp staffing
in program delivery.
--Amy Sample Ward
--Yuriy Bekker
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way, most charities are busiest as they
wrap up administrative and finance duties
ahead of their own organization’s tax fil-
ing deadline (typically four and a half-
months after the end of their fiscal year). 

The crush of work might be too much
for permanent staff, be it because of the
long hours or the cost of paying their
overtime, so reinforcements and temps
might be called in.

At Institute for International Educa-
tion (IIE) in New York City, the temp
needs serve both worlds: seasonal, dur-
ing tax season, as well as IT upgrade
projects. IIE uses temporary services to
augment staff capacity, particularly for
seasonal or time-limited programs and
projects, according to Sharon Witherell,
director of public affairs. For example,
IIE provides seasonal tax preparation
services for grantees receiving scholar-
ship funding, and recently implemented
a new enterprise resources planning
(ERP) system as part of the continual up-
grading of its IT and financial systems.

The New York City-based nonprofit
reported on its Internal Revenue Service
(IRS) Form 990 that it spent about
$530,145 in 2015 with Rob ert Half, a
temp agency that’s used by several large
national nonprofits.

Chicago-based Muscular Dystrophy
Association (MDA) reported spending
$562,381 on temp staffing during 2015,
down from $888,147 in 2014. The fed-
eral Form 990 figures represent primarily
temporary administrative expenses, an
area where it has been reducing costs for
the past three years. MDA has reduced
turnover and vacancy rates in 2016 com-
pared to 2015 and have reduced this
budget further for 2017, according to
MDA spokeswoman Roxan Triolo Olivas.

Leukemia Lymphoma Society (LLS)
has worked with Oliver Staffing in New
York City. The White Plains, N.Y.-based
charity spent $5.8 million last year,
down from $6.5 million in the previous
year. That’s just a fraction of the roughly
$300 million in total revenue typically
reported by LLS.

Adecco Employment Services, Inc.,
was among the American Red Cross’s
most expensive independent contrac-
tors last year, at almost $15 million, ac-
cording to the organization’s federal
Form 990. That figure is down from the
$17 million paid in 2014 but still a frac-
tion of its typical $3 billion budget,
much of it derived for the biomedical
and blood services division.

American Red Cross used more than
1,000 temps during 2015. The largest
concentration was in its biomedical call
centers in Omaha, Neb., Charlotte, N.C.,
and Tucson, Ariz. Adecco is responsible
for all of the organization’s temporary
staffing requirements across the country.
“Using a single vendor to fill our tempo-
rary staffing needs enables the Red Cross
to more efficiently and effectively hire
and use temps under one cohesive
model,” the organization said in re-

sponse to questions about its most re-
cent Form 990. 

Every industry has its own nuances,
said Dawn Fay, district president for
Robert Half, a national temp agency.
“That’s really the benefit when you go to
a staffing agency. Our accounting divi-
sion has been around staffing all kinds of
industries,” she said.

“Like many companies, nonprofits
use us strategically throughout the year,
really in a variety of areas,” Fay said, such
as accounting, finance, legal, creative or
IT. “We really see that they use us across
the board. We’re most well known in ac-
counting and finance,” she said, and
nonprofits that run big events through-
out the year might use administrative
professionals for those.

Organizations use temp staffing be-
cause it’s a variable cost, Fay said. It’s a
great resource to use if you just need an
extra pair of hands.

“When they do those events, a lot of
work that goes into those, sometimes it’s
administrative, other times it’s account-
ing and finance work before and after-
ward. It’s really a perfect use of a temp
resource because you can’t carry on ex-
isting staff or pay them overtime so you
bring in a temp person to do that work,”
Fay said.

Use of temps varies, some function
for a day while others might be for a spe-
cial event, or a couple of days to a cou-
ple of months.

“There are organizations that use us
throughout year,” Fay said, sometimes
when an employee has taken leave for a
few months or during peak seasons such
as the end of the fiscal year. Most non-
profits have a fiscal year-end of either
June or December. In addition to big
workloads at the end of the year, when-
ever that might be, temps might also fill
in while staff is on vacation, she said.

Robert Half also works with nonprof-
its in making permanent hires, Fay said,
“in large part because nonprofits don’t
have the dedicated resources, like HR,
for them to do a search on their own as
it can be time consuming and difficult,
because they don’t have the resources or
depth of individuals. Obviously, using an
outside staffing agency with access to tal-
ent and job seekers, can really assist
them,” she said.

Fay suggested that it’s important for
nonprofit managers to understand their
peak season and workload. “Talk to in-
ternal staff you have to find out when
you’re busier or not. Get a good inven-
tory and talk to them, don’t make as-
sumptions,” she said.

“A lot of times, nonprofits use volun-
teers, and that can be extremely benefi-
cial and work very well but sometimes
they need a particular skill set,” Fay said.

Temp staffing is not a fixed cost and
not counted into permanent head
counts. “The big thing is you do not
have a permanent fixed cost, whether
benefits or having to pay unemploy-
ment,” Fay said.  NPT

BY CAROL V. CALHOUN, THORA A. JOHNSON

AND JEFFREY S. TENENBAUM

B
ased on both campaign proposals
and President-Elect Donald Trump’s
announced plans for his first 100
days, his administration is likely to

make some major changes in the employee ben-
efits law applicable to nonprofit organizations.
The biggest ones are likely to be:

1. Loosening of executive compensation
rules applicable to nonprofit executives;

2. Increased hostility to consideration of the
societal impact in selecting retirement plan in-
vestments;

3. Further cutbacks in Internal Revenue
Service (IRS) guidance, review and audit activity,
particularly in its scrutiny of tax-exemption
recognition applications by certain nonprofits;

4. Major changes in the Affordable Care Act
(ACA), although the timing and extent of such
changes are unclear, combined with expansion
of Health Savings Accounts;

5. Postponement or elimination of the re-
cently issued U.S. Department of Labor (DOL) fi-
duciary regulations for retirement plans;

6. Diminished enforcement of protections for
LGBT employees; and,

7. Increased activity at the state level, includ-

ing establishment of state-sponsored retirement
plans in which nonprofits can participate.

There has been little specific guidance on
what this means for nonprofits and their em-
ployee benefit plans. The retirement issues he
discussed were mostly limited to Social Security
and Medicare. There are hints in the plan that
Trump released for his first 100 days in office
which suggest that he will be taking employee
benefits regulation in a new direction.

In spite of holding the presidency, and majori-
ties in both Houses of Congress, Republicans do
not have unlimited ability to pass legislative
changes. It requires 60 votes to overcome a fili-
buster in the U.S. Senate. The Republicans do not
have that large of a majority. While certain legis-
lation (e.g., appropriations bills) is not subject to
filibuster, the potential of a filibuster might make
it impossible to pass other sorts of legislation.

PROPOSALS FOR THE FIRST 100 DAYS
• A hiring freeze on all federal employees,

to reduce federal workforce through attrition
(exempting military, public safety, and public
health): IRS Revenue Procedure 2016-37 elimi-
nated the old program under which the IRS would
issue determination letters on the qualification of
individually-designed retirement plans every five
years. Instead, it provided that determination let-
ters on such plans would be issued only: For a
new plan; On the termination of a plan; or, Under
other circumstances to be determined annually.

A freeze on federal hiring makes it less likely
that the IRS will have the resources to re-open

The Trump
Administration
What it might mean for nonprofit
employee benefit plans
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Changes in the ACA will affect the rules for coverage that nonprof-
its provide to their employees.

The first question is whether a single piece of legislation would
repeal and replace the ACA, or whether repeal of the ACA would
happen first, with a promise to produce replacement legislation at
a later date.

The second scenario would depend on effective dates. A rela-
tively easy target would be the individual and employer mandates.
The Trump administration could decline to enforce them, even
pending legislative change. Because the mandates do not actually
require employers or individuals to purchase coverage, but merely
impose a tax if they do not, it is unlikely that they could be the sub-
ject of private lawsuits if the administration simply decided not to
enforce them. However, the IRS Form 1095-B and Form 1095-C
health care reporting requirements would not necessarily go away,
even if the administration ceased enforcement of the employer
and individual mandates.

Eliminating health exchanges and premium tax credits would
be a longer-term process, if it happens at all. Existing policies ob-
tained through health exchanges would not end before the end of
2017, and individuals have already begun applying premium tax
credits against their health insurance costs. Thus, it appears un-
likely that either could be eliminated before the end of 2017. Given
the pace of legislation and suddenly changing public expectations,
it is likely it could not be done before the end of 2018. And given
that 2018 is an election year, Congress might not want to consider
legislation that would eliminate coverage for many even then.

Expanded health savings accounts (HSAs) and possible
Medicare cutbacks provide a planning opportunity for nonprofit em-
ployers. Essentially, an HSA is available to anyone covered by a
high-deductible health plan. It enables an employer or an employee
to put aside pre-tax money in an account. The employee can use
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the determination letter program for circumstances other than
plan establishment or termination. This may further accelerate the
trend of nonprofit employers adopting prototype plans (such as a
pre-approved 403(b) plan), rather than individually-designed
plans.

• A requirement that for every new federal regulation, two
existing regulations must be eliminated: It is not clear yet what
this means. In the simplest terms, if a federal agency has two ex-
isting regulations, one of which says you must do X and one of
which says you must do Y, the agency can write a new regulation
that says you must do X, Y, and Z, and then balance it by getting rid
of the two old regulations.

There are restraints on the degree to which regulations can
easily be revoked. There might be ways for the Trump administra-
tion to eliminate certain regulations without much difficulty:

• Regulations in proposed form need not be finalized;
• In the case of regulations that have not yet gone into effect, a

new administration can suspend the effective date; and,
• For regulations effective within the eight months preceding

the inauguration, the Trump administration could ask Congress to
use the Congressional Review Act (CRA) to overturn the regulations.
The CRA allows Congress to overturn recently issued regulations by
a simple majority vote, and it does not allow for Senate filibusters.

By contrast, the options for eliminating regulations effective
more than eight months before are limited. Such regulations could
be revoked only by:

• Passing legislation to amend the statute on which they were
based (but this would require getting around the filibuster issue in
the Senate);

• Ceasing to defend any lawsuits attacking their validity, and
hoping that a court overturns them; or, Going through cumbersome
procedures to propose and finalize new regulations.

Some recent regulations are likely to be targeted. The fiduciary
regulations issued by the DOL on April 8, 2016 are frequently men-
tioned in this regard. These rules were designed to address conflicts of
interest on the part of investment advisors to employee benefit plans
and their participants. These regulations have not been popular with
investment advisory firms, and are currently the subject of litigation.

It is not clear whether the fiduciary regulations are subject to
revocation under the CRA. 

Although the effective date stated in the regulations was June
7, 2016 (which would put it beyond the eight-month window), the
applicability date was April 10, 2017. Between those two dates, in-
vestment advisors could rely on the regulations if they wanted to,
but were not obligated to comply with them.

Non-enforcement of the regulations would be another option.
However, top officials at the DOL have stated that a major goal of
the regulations is to provide for a private cause of action on behalf
of plan fiduciaries and participants. Thus, even if the relevant
agencies ceased enforcing the regulations, advisory firms might
still need to comply with them in order to avoid lawsuits.

A final option would be to postpone the applicability date of the
regulations indefinitely, or at least until more lax regulations could
be adopted. This seems the most likely option, given the complex-
ity of the other alternatives. However, given that the regulations are
intended to interpret existing statutes, it is possible that partici-
pants might still try to rely on them in litigation as the best inter-
pretation of the meaning of those statutes.

Repeal and Replace the Affordable Care Act: This action
would fully repeal the ACA and replace it with health savings ac-
counts, the ability to purchase health insurance across state lines
and allow states to manage Medicaid funds.

The fate of the ACA would obviously have a direct impact on
health care providers. Any change that causes people to lose cov-
erage would tend to increase the rate of default on medical bills.

C O M P E N S A T I O N  /  S T A F F I N G  /  P R O F E S S I O N A L  D E V E L O P M E N T
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that account to meet deductibles and co-pays under the health in-
surance policy. However, unlike the more well-known flexible
spending account, money in an HSA that is not used can roll over
from year to year. To the extent it is ultimately used for health ex-
penses (including Medicare Part B premiums, or private health in-
surance in retirement if Medicare is eliminated), it is never taxed. Or
after age 65, money in the HSA can be withdrawn for any purpose,
subject to the payment of ordinary income tax. Thus, for any em-
ployee, an HSA can soften the blow of increasing health insurance
deductibles. And for employees who are healthy enough not to have
substantial medical expenses, or have enough resources to pay for
current health expenses out of pocket, it can serve as an additional
resource for retirement, with tax benefits even greater than those of
traditional 401(k) or other retirement plans.

Executive Compensation: During the campaign, Donald Trump
called for repeal of the federal Dodd-Frank Act. Earlier this year, the
U.S. House of Representatives Financial Services Committee ap-
proved the Financial CHOICE Act, which could provide a vehicle for
repealing the CEO pay ratio disclosure, pay for performance disclo-
sure, mandatory claw-backs for financial restatements, and re-
quired policies to prohibit hedging by executives. The emphasis on
removing barriers to executive compensation might raise congres-
sional interest in modifications to the deferred compensation rules
that apply to executives of nonprofit organizations under sections
457(f) and 409A of the Internal Revenue Code.

Protections for LGBT Employees: The Equal Employment Op-
portunities Commission (EEOC) has taken the position that discrimi-
nation in benefits based on sexual orientation or gender identification
is prohibited by Title VII of the Civil Rights Act of 1964 (relating to sex
discrimination in employment). Its position is based on the theory
that, for example, providing benefits to the wife of a male employee,
but not to the wife of a female employee, constitutes prohibited sex

discrimination. The EEOC's strategic enforcement plan for 2013
through 2016 includes a specific focus on this area, and the EEOC
has been successful in enforcing it in several court cases. 

While it appears unlikely that the Trump administration can re-
verse recent U.S. Supreme Court decisions requiring equal mar-
riage rights, it may be able to create a less activist approach by the
EEOC in this area.

State Involvement: With the federal government likely to re-
duce regulation in a number of areas affecting employee benefits,
states might become more involved. For example, states often
maintained high-risk insurance pools before the passage of the
ACA and may end up playing a larger role in Medicaid if there is a
change to block grants. They also could provide more protections
for groups such as LGBT employees. 

However, pre-emption under the Employee Retirement Income
Security Act of 1974 may limit their ability to make substantial
changes in employee benefits, outside of the insurance context.
The one exception would be that Trump has shown interest in ex-
panding opportunities for state-sponsored retirement plans in
which private employers could choose to participate.

Clearly, the world of employee benefits law, particularly that
applicable to nonprofit employers, will be changing under Presi-
dent Trump. However, the likelihood, direction, and timing of such
changes are not easy to discern. Moreover, nonprofit employers
will need to keep abreast of activity not only at the federal level,
but in individual states as well.  NPT

The authors are attorneys with the Nonprofit Organizations Prac-
tice Group at Venable LLP in Washington, D.C. Carol V. Calhoun is
counsel whose email is cvcalhoun@Venable. Thora A. Johnson is a
partner whose email is tajohnson@Venable.com. Jeffrey S. Tenen-
baum chairs the Nonprofit Organizations Practice Group at Venable
LLP. His email is jstenenbaum@venable.com
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BY ANDY SEGEDIN

Jamie Smith isn’t just the executive
director of Young Nonprofit Profes-
sionals Network (YNPN), she’s a
member. When she first joined the

network’s Chicago regional office in
2009, she – like many in the sector –
found herself underpaid and underde-
veloped professionally. Now she’s leading
the organization’s mission of connecting
young, emerging leaders with resources,
professional development and ideas.

Smith knows well the benefits of pres-
tigious career development opportuni-
ties. She was a 2013 YNPN Launchpad
Fellow and is a 2016-2017 Independent
Sector NGen Fellow. She appreciates,
however, that such opportunities can be
selective -- with a limited number of slots
to fill -- and other developmental oppor-
tunities might be costly. Smith has sought
to democratize development opportuni-
ties. One such way has been through
YNPN’s 42 chapters.

YNPN’s chapters service more than
50,000 members across the country, the
majority of them between the ages of 25
and 35, according to Smith. Many are in
the early stages of their careers and are
seeking training. Those new to the sec-
tor or maybe just new to a particular
community are able to join local chap-
ters and seek out training and program-
ming opportunities, most of which are
either free or low cost.

Each chapter is run by a young pro-
fessional in the community and serves as
a leadership opportunity in and of itself.
Many of the chapters are their own
501(c)(3) organizations and leaders, in
addition to their day jobs, gain the expe-
rience of running their own nonprofit.

What Smith has found is that mem-
bers generally join to access a particular
training but stay as a means of remaining
connected with a network of peers tack-
ling the same challenges. She noted that
the recent focus on a nonprofit leader-
ship gap, caused by Baby Boomers pre -
paring for retirement, has emphasized a
need for soft skills such as leadership
and working with people.

While those talents are needed, YNPN
members have indicated that such train-
ings are easier and less costly to come by
than hard skills such as managing organi-
zational finances. Organizations tend to
limit the exposure mid-level employees

get to such trainings, but often require
such skills to move up to senior roles.

YNPN has taken to encouraging
members to seek out shadowing and
stretch opportunities at their work place
to access technical skills. Smith is often
asked at conferences and in meetings
how best to connect with the incoming
Millennial generation in the work place.
The answer, she said, is that many young
people entering the nonprofit workforce
are focused on systemic change, are
more diverse than previous generations
and are seeking a better work-life bal-
ance than their predecessors.

Professional development must also
evolve. Accessibility, in time, cost and di-
versity of recipients, is important. Also

CEO. CRE, in turn, evolved into a non-
profit consulting group, geared to provid-
ing assistance in the form of one-on-one
consulting, coaching and professional de-
velopment for nonprofit and government
workers.

There is plenty of commonality among
those seeking the exchange’s offerings,
according to Leonberger. Financial man-
agement and being able to read and base
decisions off statements continues to be
one of the most sought-after hard skills.
Individuals also have a general desire to
be more impactful leaders, but require
guidance to determine what that means
and where they might have gaps. 

Finally, there is a value in cohorts and
collaborating with peers as a means of

vital is being intentional about opportu-
nities for those receiving training and
making sure that individuals are able to
bring back and use their training within
the organization.

“In terms of making training more
impactful, is an opportunity to use those
skills,” Smith said. “People go to these
trainings, get skills and can’t use them.
It’s a strange approach.”

YNPN’s peers in development and
mentorship are not waiting around for
Millennials to evolve their offerings. Sev-
eral organizations and networks have sim-
ilarly made efforts to increase accessibility
for workers in the sector in need of career
guidance or simply enough information
to fill a learning gap or solve a problem.

The Community Resource Exchange
(CRE) in New York City, founded in 1979,
was originally envisioned as a means for
leaders of small organizations to get to-
gether and help one another by sharing
resources and ideas. Leaders quickly
found that nonprofit clients didn’t have
time to gather and share, but needed a
place to go to for quick answers, accord-
ing to Katie Leonberger, president and

both working through individual strug-
gles, as well as gain a sense that one isn’t
alone in facing day-to-day pressures.

CRE addresses these needs in a variety
of ways. It hosts a seven-month leadership
caucus each year, supported by scholar-
ships for organizations that can’t afford to
send an employee. Government agencies,
such as New York City’s Department of
Youth and Community Development, buy
slots and allow for scholarships to be
made available, Leonberger said. A future
goal is to offer similar scholarships to fur-
ther CRE management initiatives.

The nonprofit consulting firm also
developed peer and action-learning op-
portunities. Action learning might refer
to a session in which groups of non-
profit workers are split up into small
groups accompanied by a consultant for
a structured problem-solving exercise.
Each participant brings a problem they
are working on at their organization and
one or two will be selected during a
three-hour session to hash out their
issue with their group.

The goal, Leonberger said, is to have
group members ask tough, pointed

questions to help the member in the
spotlight develop an answer. By doing
this, members in the center are helped
with their specific concern while fellow
participants receive practice in active
problem solving, leadership and asking
difficult questions.

The active learning process has be-
come popular enough that CRE is receiv-
ing requests to hold similar sessions
during on-site consulting work at larger
organizations. Leonberger believes that
similar peer learning and support oppor-
tunities will gain traction. “I think it will
continue to grow, but the question is how
you make it work in busy nonprofit pro-
fessionals’ lives,” she said. “We’ve found
that even though it’s painful for them to
peel themselves away, it’s beneficial to get
out of the office.”

A similar peer-learning and support
endeavor is kicking off this month in
Rhode Island. The United Way of Rhode
Island, based in Providence, will be
launching an 11-session Executive Direc-
tor Learning Circle in an effort to expand
its offerings beyond the or gani zation’s
grantees, according to Diana Perdomo,
director of grants and strategic initiatives.
Slots for the year-long course will run
$100. Michael Fournier, a retired non-
profit executive and former chief operat-
ing officer for the YMCA of Greater
Providence, will facilitate the sessions.

“Even in a small state like Rhode Is-
land, nonprofits don’t speak with others
as often as they could,” Perdomo noted.
“Funders could do more to share ideas
and work and learn from one another.”

The learning circle’s first cohort is ex-
pected to be limited to 12 to 15 people in
an effort to maintain an intimate feel.
Leaders from organizations with rev-
enues of $1 million and less will also be
prioritized with plans to add series for
both larger and grass-roots organizations.

Topics for the sessions will range
from general tips to specific challenges
participants face. Fournier said that his
style generally entails organic discus-
sion. For instance, as opposed to provid-
ing an A-to-Z guide on strategic
planning, discussions will focus more on
the process around strategic planning,
with participants sharing good and bad
experiences and reflecting on what is
most likely to work for each participant.

Peer Learning
New executives build on shared experiences

C O M P E N S A T I O N  /  S T A F F I N G  /  P R O F E S S I O N A L  D E V E L O P M E N T

‘‘People go to
these trainings,
get skills and can’t
use them. It’s a
strange approach.
--Jamie Smith

YNPN Photos
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Tracking and reporting organizational
progress will also be a focus of the ses-
sions, according to Fournier.

“That’s, to me, why a learning circle,
conversational learning, sharing experi-
ences, is so much more helpful than
going online and seeing the top five
things you need to protect,” Fournier
said. Both Fournier and Perdomo noted
that many of the topics that the sessions
will cover can be found in online portals
and other resources, but opined that the
experience isn’t the same as in-person
instruction and sharing -- something the
United Way of Rhode Island will look to
expand to other cohorts. 

“I think we’re increasingly separated as
a community,” Perdomo said. “That dia-
logue really helps us see and address the
issue. … That’s what I see as the key bene-
fit to this. That is what makes us unique.”

That sentiment is not shared by all.
The heads of Aspen Leadership Group,
which typically focuses on executive
searches and consulting, launched its
Career Network a few years ago as a
means of both guiding those looking to
change in their careers as well as provide
themselves with better reference on po-
tential candidates. Very often individuals
will jump to a job because of relocation,
or for a spouse or because of change of

leadership at their organization and
they’ll land in a poor fit, according to
Ron Schiller, founding partner and prin-
cipal search consultant. 

“The basic concept is that we want to
encourage people in the field to have
more thoughtful approaches to their ca-
reer and avoid jumping for title and
salary,” Schiller said of the network.

as a means of connecting candidates
with leaders at the types of places that
they are interested in working. The
leader might not be hiring at that time,
but the introduction serves as a means
of providing additional information and
guidance, Schiller said.

The plan is to expand the network
over time to potentially include webinars,

“What we’re trying to encourage is hav-
ing a strategic plan for your career.”

Aspen posts information and articles
in the network on topics ranging from
perfecting cover letters to best practices
for board management. The network
also provides an extra layer of communi-
cation between the firm and candidates
to identify skills necessary to land a par-
ticular position and means of gaining
that experience.

Aspen has taken to using the network

tutorials and discussion groups, Schiller
said. The goal is not to recreate a formula
already in full swing with services such as
LinkedIn, but to foster conversations cu-
rated by Aspen profess ionals. “We like the
blend of using online dialogue, but intro-
ducing the personal relationships and the
curation,” Schiller said. “As the network
grows, the plan is to keep that blend.”

The Internet is being used as a method
of delivering quick answers to nonprofit
staffers in need of a particular training or

lesson. NonprofitReady.org, an online
learning portal supported by the Corner-
stone OnDemand Foundation, was cre-
ated several years ago with the goal of
providing sector-specific e-learning,
downloadable guides and short videos to
sector professionals free of charge.

The portal currently consists of more
than 200 courses and is visited by about
24,000 active users, according to Rebecca
Petersen, director of NonprofitReady.org.
Much of her role as director involves cu-
rating content and creating partnerships
with specialists in the sector. Specialists
tend to be generous with their time, do-
nating the work to the portal.

Information available on the portal
tends to be general in nature, capable of
applying to a variety of different organi-
zations. The types of lessons sought tend
to be cyclical. For instance, lessons on
giving performance reviews tend to be
common at the end of the year. Often,
users go to the portal with time-specific
needs to learn or freshen up on a topic.
“In a small nonprofit, one person might
wear a lot of hats,” Petersen said. “What
we see is a lot of individuals who need to
become specialists in the moment.”

More generally, financial manage-
ment and stability is a topic that is popu-
lar throughout the year. Basic essential

C O M P E N S A T I O N  /  S T A F F I N G  /  P R O F E S S I O N A L  D E V E L O P M E N T

Our degree programs are designed to fit 
your lifestyle–wherever you are in life.

Your education pathway starts at Union. 
www.myunion.edu | 800.861.6400

Whether you’re completing an unfinished degree, seeking an 
advanced degree to further your professional development, or 
fulfilling a lifetime goal, we have the academic program to match 
your needs. With online and low-residency degree options, as 
well as a liberal transfer policy, Union Institute & University makes 
earning your degree accessible and affordable. Keep your job, 
your income, and your commitments while you study.

‘‘... even though it’s
painful for them to
peel themselves away,
it’s beneficial to get
out of the office.
--Katie Leonberger
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courses such as governance, marketing,
finance, leadership 101, etc., are com-
mon for incoming social entrepreneurs
who might be looking to start their own
nonprofit, according to Petersen.

Petersen found that Nonprofit -
Ready.org’s sweet spot tends to be with
small- and medium-sized organizations
that might not have formal development
programs, but are seeking some level of
training for employees.

In an effort to improve the portal’s of-
ferings, Petersen said that a user survey
was conducted in December, an advisory
board featuring e-learning experts make
recommendations and current trends and
events are followed. Potential changes in
tax codes with the incoming administra-
tion, for instance, is a place resources
might be aligned to address. Adjusting
content to take deeper dives into social
entrepreneurship, financial stability and
governance are also planned for 2017.

Petersen said that there is interest in
online learning within the sector, but a
tendency to stick with more traditional
graduate and certificate programs. She
predicted that the next two to three
years will be an interesting time as
awareness around online options in-
creases and users begin to more actively
seek such resources out. “That’s going

to change in time when there is more
ubiquity,” she said. “From a workplace
standpoint, people are not only chang-
ing jobs over their lifetime, maybe
they’re changing careers. Are they going
back to school each time?”

If professionals in the sector choose
to pursue the more traditional educa-
tion route, they might find that the
realm of academia has adapted over the

subjects such as social entrepreneur-
ship, but has also developed its Non-
profit Management Institute which
provides short-course, noncredit offer-
ings both in-person and online. In some
cases, an attendee might be seeking out
specific knowledge to fill a gap they
might have, Ashcraft likening it to perus-
ing the produce aisle at a grocery. Others
might take a bundle of training in a spe-

years. “What do you do when you al-
ready have a master’s degree and 15
years of experience,” said Robert
Ashcraft, executive director of Arizona
State University’s Lodestar Center for
Philanthropy and Nonprofit Innovation.
“You’re not going to take the GRE.”

The Phoenix, Ariz.-based center has
full bachelor and master’s offerings in

cific area to earn a certificate. 
This fee-based, pick-and-choose for-

mat makes students more like market
customers in a lot of ways, Ashcraft said.
The typical student and how they get in-
volved is also changing. The center’s
work was jumpstarted by resources pro-
vided by the Kellogg Foundation and it
was for center leaders to proselytize and

engage potential students. In recent
years, there has been a shift to more and
more people and organizations seeking
individualized training coming to
Lodestar. The market shift has come as
certificates become an acknowledged
and valued asset, he said.

The center also has adapted. Social
impact measurement was not a big focus
15 years ago. Now it’s been added to the
curriculum. The rise of hybrid organiza-
tions and importance of social media
strategy has also influenced offerings, as
has accessibility. Ashcraft noted that
somebody living on a Navajo reservation
in northern Arizona is unlikely to make
the commute to Phoenix. Technology, in
turn, has allowed the center to scale to
students across the country with its Non-
profit Management Institute offerings
and even more traditional programs. A
full, online master’s degree program
launched this past fall, with undergradu-
ate programs also moving toward on-
line, according to Ashcraft.

“People are seeking a purpose mid-
career and beyond,” Ashcraft said. “If
you care about something, there is a
cause to align with and people are look-
ing to adapt their own expertise. Pur-
pose and passion only carry you so far
without a skillset and people are yearn-
ing for a means of getting involved.”  NPT
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‘‘Even in a small
state like Rhode
Island, nonprofits
don’t speak with
others as often
as they could.
-Diana Perdomo
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A
Abilene Christian University, Abilene, Tx., www.acu.edu
American Jewish University, Los Angeles, Calif., mba.aju.edu
American University, Washington, D.C., www.american.edu
Antioch University Los Angeles, Culver City, Calif., www.antiochla.edu 
Antioch University New England, Keene, N.H., www.antiochne.edu 
Antioch University Seattle, Seattle, Wash., www.antiochseattle.edu 
Arizona State University, Phoenix, Az., https://lodestar.asu.edu
Auburn University, Auburn, Ala., www.humsci.auburn.edu
Austin Peay State University, Clarksville, Tenn., www.apsu.edu 

B
Bay Path University, Longmeadow, Mass., www.graduate.baypath.edu
Belmont University, Nashville, Tenn., www.belmont.edu
Boston College, Chestnut Hill, Mass., www.bc.edu
Boston University Metropolitan College, Boston, Mass., www.bu.edu
Boston University, Boston, Mass., www.bu.edu
Bradley University, Peoria, Ill., www.bradley.edu
Brandeis University, Waltham, Mass., www.heller.brandeis.edu
Brigham Young University, Provo, Utah, www.byu.edu

C
C.W. Post College, Brookville, N.Y., www.liu.edu
California State University - Los Angeles, Los Angeles, Calif., www.calstatela.edu
California State University - San Bernardino, San Bernardino, Calif., www.csusb.edu
Case Western Reserve University, Cleveland, Ohio, www.case.edu

A Guide To Nonprofit Education
Nonprofit management and fundraising has become professionalized to the point that more than 275
colleges and universities offer programs from attendance certificates to a doctorate degree. Many of

the courses are available online. Below is a list of many of the schools that offer programs.

Clayton College and State University, Morrow, Ga., www.clayton.edu
Clemson University, Clemson, S.C., www.clemson.edu
Cleveland State University, Cleveland, Ohio, www.csuohio.edu
College of Charleston, Charleston, S.C., www.cofc.edu
College of Notre Dame of Maryland, Baltimore, Md., www.ndm.edu
Colorado State University, Fort Collins, Colo., www.colostate.edu
Columbia University, New York, N.Y., www.ce.columbia.edu
Columbia College, Columbia, S.C., www.columbiasc.edu
Cornell University, Ithaca, N.Y., www.cornell.edu
CUNY - Baruch College, New York, N.Y., www.baruch.cuny.edu

D
Dartmouth College, Hanover, N.H., www.dartmouth.edu
Delaware County Community College, Media, Pa., www.dccc.edu
DePaul University, Chicago, Ill., www.depaul.edu
Duke University, Durham, N.C., www.duke.edu 
Duquesne University, Pittsburgh, Pa., www.duq.edu

E
Eastern Michigan University, Ypslanti, Mich., www.emich.edu
Eastern University, St. Davids, Pa., www.eastern.edu

F
Fairleigh Dickinson University, Teaneck, N.J., www.fdu.edu
Florida State University, Tallahassee, Fla., www.fsu.edu
Fordham University, New York, N.Y., www.fordham.edu

G
George Mason University, Fairfax, Va., www.gmu.edu
George Mason University, Arlington, Va., www.gmu.edu
Georgetown University, Washington, D.C., www. georgetown.edu
Georgia State University, Atlanta, Ga., www.gsu.edu
Grand Valley State University, Grand Rapids, Mich., www.gvsu.edu

H
Harvard Business School, Boston, Mass., www.exed.hbs.edu
Harvard University Kennedy School, Cambridge, Mass., www.hks.harvard.edu
Howard University, Washington, D.C., www.howard.edu

I
Indiana State University, Terre Haute, Ind., www.indstate.edu
Indiana University – Bloomington, Bloomington, Ind., www.iub.edu
Indiana University Lilly School of Philanthropy, Indianapolis, Ind.,
www.philanthropy.iupui.edu

J
James Madison University, Harrisonburg, Va., www.jmu.edu
Johns Hopkins University, Washington, D.C., www.jhu.edu

K
Kansas State University, Manhattan, Kan., www.k-state.edu
Kean University, Union, N.J., www.kean.edu 
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Kennesaw State University, Kennesaw, Ga., www.kennesaw.edu
Kent State University, Kent, Ohio, www.kent.edu

L
LaSalle University, Philadelphia, Pa., www.lasalle.edu
Long Island University, Brooklyn, N.Y., www.liunet.edu
Louisiana State University in Shreveport, Shreveport, La., www.lsus.edu
Loyola University Chicago, Chicago, Ill., www.luc.edu

M
Marist College, Poughkeepsie, N.Y., www.marist.edu
Marquette University, Milwaukee, Wisc., www.marquette.edu
Marywood University, Scranton, Pa., www.marywood.edu
Merrimack College, North Andover, Mass., www.merrimack.edu
Michigan State University, Canton, Mich., www.msu.edu 
Minnesota State University Mankato, Mankato, Minn., www.mnsu.edu
Murray State University, Murray, Ky., www.murraystate.edu

N
New York University, New York, N.Y, www.scps.nyu.edu
North Carolina State University, Raleigh, N.C., www.ncsu.edu
North Park University, Chicago, Ill., www.northpark.edu
Northern Illinois University, De Kalb, Ill., www.mpa.niu.edu
Northwestern University, Evanston, Ill., www.kellogg.northwestern.edu
Northwestern University School of Cont. Studies, Chicago, Ill., www.northwestern.edu

O
Ohio State University, Columbus, Ohio, ww.osu.edu
Ohio University, Athens, Ohio, www.ohio.edu

P
Pace University, White Plains, N.Y., www.pace.edu
Park University, Kansas City, Mo., www.park.edu
Pepperdine University, Malibu, Calif., www.pepperdine.edu
Portland State University, Portland, Ore., www.pdx.edu
Providence College, Providence, R.I., www.providence.edu

R
Rhode Island College, Providence, R.I., www.ric.edu
Robert Morris University, Moon Township, Pa., www.rmu.edu

Rollins College, Winter Park, Fla., www.rollins.edu
Rutgers University, New Brunswick, N.J., www.rutgers.edu

S
Saint Mary’s University of Minnesota, Winona, Minn., www.smumn.edu
San Francisco State University, San Francisco, Calif., www.sfsu.edu
Seattle University, Seattle, Wash., www.seattleu.edu
Seton Hall University, South Orange, N.J., www.shu.edu 
Siena College, Loudonville, N.Y., www.siena.edu
Slippery Rock University, Slippery Rock, Pa., www.sru.edu
St. Louis University, St. Louis, Mo., www.slu.edu
Stanford University, Stanford, Calif., www.stanford.edu
Suffolk University, Boston, Mass., www.suffolk.edu
SUNY College at Oswego, Oswego, N.Y., www.oswego.edu
SUNY University at Albany, Albany, N.Y., www.albany.edu
SUNY University at Buffalo, Buffalo, N.Y., www.buffalo.edu
Syracuse University, Syracuse, N.Y., www.syr.edu

T
Temple University, Philadelphia, Pa., www.temple.edu 
Texas A&M University, College Station, Tx., www.tamu.edu
Texas Tech University, Lubbock, Tx., www.ttu.edu
The George Washington University, Washington, D.C., www.gwu.edu
The New School, New York, N.Y., www.newschool.edu
Tufts University, Medford, Mass., ase.tufts.edu

U
Union Institute & University, Cincinnati, Ohio, myunion.edu
University of Akron, Akron, Ohio, www.uakron.edu
University of Alabama at Birmingham, Birmingham, Ala., www.uab.edu
University of Arizona, Tucson, Az., www.arizona.edu
University of Arkansas at Little Rock, Little Rock, Ark., www.ualr.edu 
University of California at Berkeley, Berkeley, Calif., www.berkeley.edu
University of California at Los Angeles, Los Angeles, Calif., www.ucla.edu
University of Colorado, Colorado Springs, Colorado Springs, Colo., www.uccs.edu
University of Colorado at Denver, Denver, Colo., www.ucdenver.edu
University of Delaware, Newark, Del., www.udel.edu
University of Illinois at Chicago, Chicago, Ill., www.uic.edu
University of Illinois at Springfield, Springfield, Ill., www.uis.edu
University of Maryland at College Park, College Park, Md., www.umd.edu
University of Massachusetts Boston, Boston, Mass., www.umb.edu

University of Massachusetts, Amherst, Amherst, Mass., www.umass.edu
University of Minnesota, Minneapolis, Minn., www.hhh.umn.edu
University of Missouri at Kansas City, Kansas City, Mo., www.umkc.edu
University of Missouri at St. Louis, St. Louis, Mo., www.umsl.edu
University of Nevada, Las Vegas, Las Vegas, Nev., www.unlv.edu
University of New Hampshire, Durham, N.H., www.unh.edu
University of North Dakota, Grand Forks, N.D., www.und.edu
University of Notre Dame, Notre Dame, Ind., www.nd.edu
University of Oregon, Eugene, Ore., https://uoregon.edu
University of Pennsylvania, Philadelphia, Pa., www.sp2upenn.edu
University of Pittsburgh, Pittsburgh, Pa., www.pitt.edu
University of Richmond, Richmond, Va., www.richmond.edu
University of San Diego, San Diego, Calif., www.sandiego.edu
University of San Francisco, San Francisco, Calif., www.usfca.edu
University of South Carolina, Columbia, S.C., www.cosw.sc.edu
University of Southern California, Los Angeles, Calif., www.usc.edu
University of Southern Mississippi, Hattiesburg, Miss., www.usm.edu
University of Tampa, Tampa, Fla., www.ut.edu
University of Tennessee, Chattanooga, Chattanooga, Tenn., www.utc.edu
University of Texas at Austin, Austin, Tx., www.utexas.edu
University of Washington, Seattle, Wash., www.evans.uw.edu
University of Wisconsin – Milwaukee, Milwaukee, Wisc., www4.uwm.edu
University of Wisconsin, Madison, Madison, Wisc., www.dcs.wisc.edu

V
Vanderbilt University, Nashville, Tenn., www.vanderbilt.edu
Villanova University, Villanova, Pa., www.villanova.edu
Virginia Commonwealth University, Richmond, Va., www.vcu.edu
Virginia Tech, Blacksburg, Va., www.vt.edu

W
Washington University in Saint Louis, Saint Louis, Mo., www.wustl.edu
Wayne State University, Detroit, Mich., https://wayne.edu
West Virginia University, Morgantown, W.V., www.wvu.edu
Winthrop University, Rock Hill, S.C., www.winthrop.edu
Worcester State College, Worcester, Mass., www.worcester.edu
Wright State University, Dayton, Ohio, www.wright.edu

Y
Yale University, New Haven, Conn., www.yale.edu
Youngstown State University, Youngstown, Ohio, www.ysu.edu
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