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BY SIOBHAN KELLEY

I
n the 2009 movie Up In the Air, George
Clooney’s character, Ryan Bingham, flies
all over the country to notify employees
that they are being laid off. His young col-

league, Natalie Keener (played by Anna Ken -
drick) believes these notifications can be done
more effectively by live web chat. 

Bingham believes in the importance of face-
to-face contact while his young protégée insists
that her high-tech system is preferable. His life
is a permanent business trip, his success meas-
ured in frequent-flyer miles. 

Kendrick’s character rejects his life as iso-

lated and lonely. She laments that he is more fo-
cused on combining the personal and profes-
sional, lamenting that at 23 she doesn’t have the
life she thought she would: “Corner office by day,
entertaining at night.” 

The conflict between the two is familiar to
many nonprofit managers struggling to manage
as many as four generations in the workplace.
Today’s work culture conflict often focuses on
the youngest generation in the workforce -- Mil-
lennials, born between 1985 and 2000. Ma-
ligned as entitled whiners, they are victims of the
stereotype that they believe “everyone is a win-
ner.” This misconception misses the promising

characteristics of this generation, which is
uniquely suited to nonprofit work. 

To thrive, nonprofit leaders must seek out its
brightest stars to lead organizations in the 21st
century. But first, they must understand them. 

First, consider the world events that defined
their youth: Columbine, the Great Recession, the
Enron scandal, the Iraq War and the collapse of
financial establishments previously considered
unshakable. It’s not surprising that Millennials
distrust institutions. Millennials watched their
parents devote themselves to their jobs, only to
be laid off and face long-term unemployment or
a lower-paying job. Perceived as disloyal to em-
ployers, they are simply more comfortable ex-
perimenting with careers. 

They are also the most educated generation
in the workforce, yet their average student loan
debt is at an all-time high. They are eager to put
that education to work for the common good.

Other characteristics of Millennials make
them suited for nonprofit careers. They prefer to
work in teams, which is helpful in a mission-
based, consensus-driven work culture. Millenni-
als have an inclusive world view, are optimistic
and value diversity. They are tech-savvy and
adapt quickly. And if nonprofits need more good
news, here it is: Millennials value flexibility and
mission over money. 

RECRUITING
The length of time that workers spend with

individual employers is decreasing.  Job-hop-
ping is the new normal for this generation of em-

ployees. To keep up with the quicker cycle of job
transition, nonprofits need to implement a thor-
ough, efficient but fair hiring process. 

Millennials, used to working on teams and
viewing colleagues as potential friends, will want to
meet the people they will spend their time. If possi-
ble, provide some informal “meet and greet” time
for candidates to meet their potential colleagues or
establish a committee as part of the hiring process
that is made up of peer representatives. 

It is important to have a meaningful impact,
so job descriptions should clearly explain the
connection to the organization’s mission. Inter-
views should be two-way. Just as the inter-
viewer asks tough questions, expect challenging
questions from younger candidates about the
opportunities for advancement. Be brutally hon-
est about any dull or repetitive aspects of the
job. Younger workers want to dive right in, and
will not stay long at a job that has been oversold. 

FLEXIBILITY
Millennials don’t balance work and life. They

integrate the two elements. While nonprofits
often can’t compete with the for-profit sector in
pay, offering more time off and flexible work
schedules make them attractive employers.
Leaving work early for personal reasons, then
working late in the evening from home is consid-
ered preserving flexibility and maximizing pro-
ductivity. This can be difficult for older workers
to accept if they are used to putting in “face
time” at the office.

Developing Millennials
Recruiting, retaining, encouraging the new generation
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To implement flexibility while staying compli-
ant with wage and hour laws, nonprofit man-
agers must ensure that work time is recorded
accurately. In lower-level jobs that are typically
paid on an hourly rather than a salaried basis, it is
important that employees understand how to
track the time they spend working when they are
not actually in the office. An hourly employee is
subject to the minimum wage and overtime rules
of the Fair Labor Standards Act, as well as state
or local rules on wage and hour issues such as
meal and rest periods. Rules on tracking work
time should be acknowledged by each employee,
and timecards should be easy to complete.

WORK-LIFE INTEGRATION
Managing the blurred lines between social

and professional relationships has also proven
difficult at nonprofits with a large number of
young employees. Millennials are less likely than
older employees to separate work and personal
lives. Clear guidelines about dating in the work-
place are a must. Without such guidelines, em-
ployers can be subject to sexual harassment
claims when relationships turn sour. Neither em-
ployee in a romantic relationship should have
supervisory authority over the other. 

Social networking is not just a fun distraction
for off-duty hours. It is deeply embedded in Mil-
lennial communication. Older workers tend to
view technology as a tool, for example, by using
their phones to set up in-person social engage-
ments. For Millennials, technology is not just a

tool, or a means to an end. It is fundamentally in-
tegrated into their self-expression. Nonprofit ex-
ecutives should adopt clear policies on such
topics as any limits on social media use, bring
your own device (BYOD) and any other com-
monly used electronic technology. 

COMMUNICATE FROM THE TOP
Open communication from the highest levels

of the nonprofit’s leadership is essential. Leaders
who are forthright about the challenges faced by
the nonprofit will gain the loyalty of younger
workers. Younger workers tend not to trust deci-
sions made behind closed doors. They also are
not shy about challenging these decisions. 

Some employees who are new to a profes-
sional environment might need coaching on how
to raise these questions appropriately and rec-
ognize the value in this process. Such questions
can help cure an organization of the mission
paralysis that occurs when an organization con-
tinues to make decisions, “because we’ve al-
ways done it this way.” 

It is important for nonprofit leaders to have
direct contact with their employees, even at the
lower levels. Make time for face-to-face interac-
tion through informal gatherings. Consider es-
tablishing regular skip-level meetings, where
entry-level workers can meet with the non-
profit’s executives. 

DEFINE PATHS TO ADVANCEMENT
While workers of all ages are interested in

professional development, Millennials are more

likely to seek a structured path for advance-
ment. Vague promises of opportunities to come
will not satisfy them. This is an opportunity for
nonprofit leaders to develop a succession plan
for future leadership. Also consider how to pro-
mote and reward high performers at all levels of
the organization. 

Think creatively about existing positions by
letting individuals take on duties from other de-
partments or assume responsibilities that they
might need some time to stretch. Regular, con-
sistent and transparent communication from
leadership around succession is also key to
keeping Millennials engaged and wanting to
build a personal professional growth path in your
nonprofit versus them wanting to hop to the next
organization to grow their personal repertoire.

PROVIDE REGULAR FEEDBACK
There might be a grain of truth in the stereo-

type of the younger worker who needs constant
praise. Millennials are used to regular feedback.
Recognizing and rewarding accomplishments
isn’t catering to entitlement. It is good for the
morale of all employees. Celebrate the success
of teams or individuals by announcing them in
department or all-employee meetings, or by
sending out an email. It costs nothing to publi-
cize employees’ achievements.

Feedback is also important on an individual
level. Don’t wait for the annual performance re-
view process to explain what an employee does
well, and where they need to improve. Consider
meeting with employees individually on a quar-

terly or even monthly basis. Annual perform-
ance review discussions should be a two-way
conversation, where managers ask employees
for feedback on their own performance and on
larger questions about the employee’s role
within the organization generally. Make goals
that are as specific and as objective as possi-
ble. Regular performance conversations will
help employees of all ages better understand
job expectations.

Nonprofits can capture the enthusiasm of the
youngest generation in the workforce by imple-
menting practices that will benefit all their em-
ployees. Reject cynical views about the
Millennial generation and embrace the positive
changes they will bring to the nonprofit world.

And finally, even when all the best efforts are
made to integrate this generation, sometimes
things just don’t go the way they were expected
to go and anything from claims of discrimina-
tion, harassment, or wrongful termination could
arise. Nonprofit managers need to make sure
there are solid employment practices and pro-
cedures in place and make sure they are en-
forced fairly and consistently. And, of course,
make sure that the organization has employ-
ment practices liability insurance to protect
them if claims do arise.  NPT

Siobhan Kelley, Esq., is an employment risk
manager with the Nonprofits Insurance Alliance
Group. She previously served as in-house coun-
sel for a large technology corporation. She is a
member of the California State Bar. 
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BOTH MENTOR AND PROTÉGÉ
NEED TO WORK TOGETHER

Most people who have achieved suc-
cess in their lives can point to a mentor
who provided some kind of help or ad-
vice along the way. In the nonprofit sec-
tor, mentoring has become a very
popular way for senior leaders to pass
along their knowledge to protégés. 

Sometimes mentoring relationships

are formal and structured, and other
times they are looser and more free-form.

During an Association of Fundraising
Professionals (AFP) International Con-
ference on Fundraising, Kristen Schlatre,
associate director of the Center for Phi-
lanthropy and Nonprofit Leadership at
Rice University, said that there are spe-
cific qualifications or qualities a strong
mentor needs to have so that a younger
associate can truly benefit from the men-
toring arrangement. Those qualifica-
tions necessary for mentoring are:

• Being comfortable with accounta-
bility;

• Having an ability to commit time to
the relationship;

• A positive professional reputation;
• Being experienced and successful;
• Personal discretion; and,
• Being a strong communicator.
It is not just on the mentor, however.

Schlatre said that the person benefiting
from the mentoring, the “mentee” if you
will, needs the following personal qualities:

• Initiative;
• Being receptive to feedback;
• Clear communication skills;
• Flexibility;
• Willingness to implement change;
• Professional maturity;
• Negotiation;
• Being responsive; and,
• Interpersonal skills.

TEN BOSS INSIGHTS
THAT CAN GET YOU AHEAD

As the late and oft-married Mickey
Rooney could have said, relationships
are important. In the workplace setting,
they can have a huge importance in ful-
filling the mission.

Relationships work in many direc-
tions, including supervisors with those
they supervise. They are so important
that Steve Arnesen wrote about them in
his book What Your Boss Really Wants

From You. In there, he lists insights for
improving the supervisor-supervised re-
lationship. Those insights are:

• When and how is the boss most ap-
proachable? It seems like a simple ques-
tion, but employees can get a great deal
of insight from being able to answer this.

• What is the person’s preferred man-
agement style? How does the boss want
to be engaged during the idea phase?

• What behavior does the boss re-
ward? Learn and know the conse-
quences for out-of-bounds behavior.

• What is the person trying to accom-
plish in the supervisor’s role? This in-
cludes philosophical views on function
as well as views on the boss role’s mis-
sion.

• What is the person worried about?
Recognize the boss’s current priority list.

• What is the person’s reputation in
the organization? Recognize how this af-
fects the department.

• Who does the boss respect? This
shows what the person values in others.

• Where does the person have influ-
ence? Recognize what this means for
others in the department.

• What is the leader’s relationship
like with their boss? Study this relation-
ship.

• What is the boss’s primary motiva-
tion? Figure this out, but validate it with
a trusted peer.

N P T  P R O F E S S I O N A L  D E V E L O P M E N T  S P E C I A L  R E P O R T
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ENGAGING THOSE AROUND
YOU BREEDS SUCCESS

Believe it or not, there are people
who somehow fail to notice your bril-
liance, yet they still take up space on this
earth, even in your organization.

Good leadership, bringing out the
best in people and reaching for the stars
involves more than just being sharp. It
means reaching out to people, learning
something about them, making them

feel valued and helping them to learn.
In her book Brilliance by Design,

Vicki Halsey boiled it down to one word:
Engage. Toward that end, she suggests
the following best practices when formal
learning programs are undertaken:

• Capture the attention and align the
learning with the deep interest of the
learners.

• Fill the learning time with interac-
tive skill-building activities so the learner
can handle, feel, massage, use and apply
the new learning.

• Inspire learners to drill down to
make the connections they need to
deepen understanding, make the knowl-
edge their own and apply it in their own
way.

• Consider the variety of ways people
learn best and incorporate a multisen-
sory approach to learning the content
that includes novelty, creativity and play-
fulness.

• Incorporate the practice of reflect-
ing and stretching the learners’ minds by
thinking differently from the way they
normally do.

• Create an environment in which
people feel safe to practice, make mis-
takes, take risks and learn.

• Make people feel smart throughout
the process by giving them consistent
encouragement and useful, authentic af-
firmation.

5 REASONS TO MEET
YOUR JOB REFERENCES 

Each time you make it past the ré-
sumé-review stage and interview with a
potential employer, the meeting seems
to go really well, but then -- crickets. If
you do hear from the employer, it’s only
to say that they’ve decided to go with an-
other candidate. As you wearily send out
application after application, you just
can’t figure out what’s going wrong. 

Peter K. Studner has an idea: One of
your references might inadvertently be
derailing your job search campaign.

“When a potential employer checks
your references, it’s because they’re seri-
ous about hiring you,” said Studner, au-

thor of Super Job Search IV: The Com-
plete Manual for Job Seekers & Career
Changers. “And especially in today’s
competitive market, a single lukewarm
reference can kill your candidacy. The
good news is, by choosing your refer-
ences thoughtfully and talking with
them before giving out their contact in-
formation, you can guide the process in
your favor.”

Studner shares five things to do when
organizing your references:

• Choose your references carefully. 
• Think about how each reference

can best support you. 
• Set up a time to meet.
• Discuss the hard questions. 
• Keep your references in the loop. 
“See if you can have your reference

update you about when they’re ap-
proached and how the discussion went,”
Studner suggested. “If appropriate, nur-
ture the relationship with non-job
search communication, maybe over
lunch or coffee. And when you get hired,
thank your references for their support.”

“Just like your résumé and interview
question responses, the more time and
energy you put into cultivating your
ref erences, the more valuable they’ll
be,” Studner concluded. “So don’t
treat references as an afterthought --
these people can make or break your
job cam paign.” NPT

N P T  P R O F E S S I O N A L  D E V E L O P M E N T  S P E C I A L  R E P O R T
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A
Abilene Christian University, Abilene, Tx., www.acu.edu
Alliant International University, San Diego, Calif., www.alliant.edu
American International College, Springfield, Mass., www.aic.edu
American Jewish University, Los Angeles, Calif., mba.aju.edu
American University, Washington, D.C., www.american.edu
Anderson University, Anderson, Ind., www.anderson.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
Auburn University at Montgomery, Montgomery, Ala., www.aum.edu
Aurora University, Aurora, Ill., www.aurora.edu 
Austin Peay State University, Clarksville, Tenn., www.apsu.edu 
Azusa Pacific University, Azusa, Calf., www.apu.edu

B
Babson College, Babson Park, Mass., www3.babson.edu
Barry University, Miami Lakes, Fla., www.barry.edu
Bay Path University, Longmeadow, Mass., www.graduate.baypath.edu
Belmont University, Nashville, Tenn., www.belmont.edu
Binghamton University, Binghamton, N.Y., www.binghamton.edu
Boston College, Chestnut Hill, Mass., www.bc.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.

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
Bryn Mawr College, Bryn Mawr, Pa., www.brynmawr.edu  
Bucknell University, Lewisburg, Pa., www.bucknell.edu

C
C.W. Post College, Brookville, N.Y., www.liu.edu
California State Polytechnic University, Pomona, Calif., www.csupomona.edu
California State University - East Bay, Hayward, Calif., www20.csueastbay.edu
California State University - Los Angeles, Los Angeles, Calif., www.calstatela.edu
California State University - San Bernardino, San Bernardino, Calif., www.csusb.edu
California State University, Fresno, Fresno, Calif., www.csufresno.edu 
California State University, Fullerton, Fullerton, Calif., www.fullerton.edu 
California State University, Long Beach, Long Beach, Calif., www.csulb.edu
Cambridge College, Cambridge, Mass., www.cambridgecollege.edu
Case Western Reserve University, Cleveland, Ohio, www.case.edu
Central Michigan University, Mount Peasant, Mich, www.cmich.edu
Chapman University, San Diego, Calif., www.brandman.edu
Clark University, Worcester, Mass., www.clarku.edu
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
Coppin State College, Baltimore, Md., www.coppin.edu 
Cornell University, Ithaca, N.Y., www.cornell.edu
CUNY - Baruch College, New York, N.Y., www.baruch.cuny.edu
CUNY - Hunter College, New York, N.Y., www.hunter.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 Connecticut State University, Willimantic, Conn., www.easternct.edu
Eastern Michigan University, Ypslanti, Mich., www.emich.edu
Eastern University, St. Davids, Pa., www.eastern.edu
Evangel University, Springfield, Mo., www.evangel.edu
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F
Fairleigh Dickinson University, Teaneck, N.J., www.fdu.edu
Florida Atlantic University, Boca Raton, Fla., www.fau.edu
Florida State University, Tallahassee, Fla., www.fsu.edu
Fordham University, New York, N.Y., www.fordham.edu
Franklin University, Columbus, Ohio, www.franklin.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 College and State University, Milledgeville, Ga., www.gcsu.edu
Georgia State University, Atlanta, Ga., www.gsu.edu
Grace University, Omaha, Neb., www.graceuniversity.edu
Grand Valley State University, Grand Rapids, Mich., www.gvsu.edu

H
Hamline University, St. Paul, Minn., www.hamline.edu
Harvard Business School, Boston, Mass., www.exed.hbs.edu
Harvard University Kennedy School, Cambridge, Mass., www.hks.harvard.edu
High Point University, High Point, N.C., www.highpoint.edu
Howard University, Washington, D.C., www.howard.edu

I
Illinois Institute of Technology, Chicago, Ill., www.iit.edu
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
John Carroll University, University Heights, Ohio, www.jcu.edu
Johns Hopkins University, Washington, D.C., www.jhu.edu
Johnson State College, Johnson, Vt., www.jsc.edu
Juniata College, Huntingdon, Penn., www.juniata.edu

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

L
Lakeland College, Plymouth, Wisc., www.lakeland.edu
LaSalle University, Philadelphia, Pa., www.lasalle.edu
Lawrence Technological University, Southfield, Mich, www.ltu.edu
LeMoyne-Owen College, Memphis, Tenn., www.loc.edu
Lesley College, Cambridge, Mass., www.lesley.edu
Lindenwood University, St. Charles, Mo., www.lindenwood.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
Luther College, Decorah, Iowa, www.luther.edu

M
Marist College, Poughkeepsie, N.Y., www.marist.edu
Marquette University, Milwaukee, Wisc., www.marquette.edu
Maryville College, Maryville, Tenn., www.maryvillecollege.edu
Marywood University, Scranton, Pa., www.marywood.edu
Mercer County Community College, West Windsor, N.J., www.mccc.edu 
Merrimack College, North Andover, Mass., www.merrimack.edu
Michigan State University, Canton, Mich., www.msu.edu 
Mid Plains Community College, McCook, Neb., www.mpcc.edu
Minnesota State University Mankato, Mankato, Minn., www.mnsu.edu
Missouri Valley College, Marshall, Mo., www.moval.edu
Murray State University, Murray, Ky., www.murraystate.edu

N
New England College, Henniker, N.H., www.nec.edu
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
Northwest University, Kirkland, Wash., www.northwestu.edu
Northwestern University, Evanston, Ill., www.kellogg.northwestern.edu
Northwestern University School of Cont. Studies, Chicago, Ill., www.northwestern.edu

O
Oakland University, Rochester, Mich., www2.oakland.edu
Ohio State University, Columbus, Ohio, ww.osu.edu
Ohio University, Athens, Ohio, www.ohio.edu
Oklahoma City University, Oklahoma City, Okla., www.okcu.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
Piedmont Baptist College, Winston-Salem, N.C., www.pbc.edu
Portland State University, Portland, Ore., www.pdx.edu
Providence College, Providence, R.I., www.providence.edu

R
Ramapo College of New Jersey, Mahwah, N.J., www.ramapo.edu
Regis College, Weston, Mass., www.regiscollege.edu
Rhode Island College, Providence, R.I., www.ric.edu
Robert Morris University, Moon Township, Pa., www.rmu.edu
Roberts Wesleyan College, Rochester, N.Y., www.rwc.edu
Rockhurst University, Kansas City, Mo., www.rockhurst.edu
Rollins College, Winter Park, Fla., www.rollins.edu
Roosevelt University, Chicago, Ill., www.roosevelt.edu
Rutgers University, New Brunswick, N.J., www.rutgers.edu

S
Sacred Heart University, Fairfield, Conn., www.sacredheart.edu
Saint Mary’s University of Minnesota, Winona, Minn., www.smumn.edu
Salem College, Winston-Salem, N.C., www.salem.edu
Salem International University, Salem, W.V., www.salemu.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 
Shaw University, Raleigh, N.C., www.shawuniversity.edu
Siena College, Loudonville, N.Y., www.siena.edu
Slippery Rock University, Slippery Rock, Pa., www.sru.edu
Sonoma State University, Rohnert Park, Calif., www.sonoma.edu
South Dakota State University, Brookings, S.D., www.sdstate.edu
Southern Adventist University, Collegedale, Tenn., www.southern.edu
Southern Connecticut State University, New Haven, Conn., www.southernct.edu
Southern Illinois University, Carbondale, Ill., www.siu.edu
Southern New Hampshire University, Manchester, N.H., www.snhu.edu
Southern Oregon University, Ashland, Ore., www.sou.edu
Southern University, Baton Rouge, La, www.subr.edu
Spertus Institute of Jewish Studies, Chicago, Ill., www.spertus.edu
St. Cloud State University, St. Cloud, Minn., www.stcloudstate.edu
St. John Fisher College, Rochester, N.Y., www.sjfc.edu
St. Louis University, St. Louis, Mo., www.slu.edu
Stanford University, Stanford, Calif., www.stanford.edu
Stephens College, Columbia, Mo., www.stephens.edu
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Continued on following page

Continued from preceding page

GRADUATE CERTIFICATE IN
NONPROFIT 
MANAGEMENT
Johns Hopkins Advanced Academic Program’s 
fully online CERTIFICATE IN NONPROFIT 
MANAGEMENT recognizes the role 
nonprofi ts play in the formation and delivery 
of public services, and as vehicles for citizen 
infl uence and expression.

nonprofi t.jhu.eduLEARN MORE

INFLUENCE ISSUES

that Matter NONPROFIT LEADERSHIP
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Suffolk University, Boston, Mass., www.suffolk.edu
SUNY College at Brockport, Brockport, N.Y., www.brockport.edu
SUNY College at Buffalo, Buffalo, N.Y., www.buffalostate.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 College of New Jersey, Ewing, N.J., www.tcnj.edu
The George Washington University, Washington, D.C., www.gwu.edu
The New School, New York, N.Y., www.newschool.edu
The Richard Stockton College of New Jersey, Pomona, N.J., www.stockton.edu
Tidewater Community College, Norfolk, Va., www.tcc.edu
Toccoa Falls College, Toccoa Falls, Ga., www.tfc.edu
Trinity International University, Deerfield, Ill., www.tiu.edu
Troy University, Troy, Ala., www.troy.edu
Tufts University, Medford, Mass., ase.tufts.edu

U
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 Fayetteville, Fayetteville, Ark., www.uark.edu
University of Arkansas at Little Rock, Little Rock, Ark., www.ualr.edu 
University of Baltimore, Baltimore, M.D., www.ubalt.edu
University of California at Berkeley, Berkeley, Calif., www.berkeley.edu
University of California at Irvine, Irvine, Calif., www.uci.edu
University of California at Los Angeles, Los Angeles, Calif., www.ucla.edu
University of California at Riverside, Riverside, Calif., www.ucr.edu
University of Central Florida, Orlando, Fla., wwwucf.edu
University of Colorado, Colorado Springs, Colorado Springs, Colo., www.uccs.edu
University of Colorado at Denver, Denver, Colo., www.ucdenver.edu
University of Connecticut, West Hartford, Conn., http://hartford.uconn.edu
University of Connecticut, Storrs, Conn., www.uconn.edu
University of Delaware, Newark, Del., www.udel.edu
University of Florida, Gainesville, Fla., www.ufl.edu 
University of Georgia, Athens, Ga., www.uga.edu
University of Houston, Houston, Tx., www.uh.edu

University of Houston – Victoria, Victoria, Tx., www.uhv.edu
University of Illinois at Chicago, Chicago, Ill., www.uic.edu
University of Illinois at Springfield, Springfield, Ill., www.uis.edu
University of Illinois at Urbana, Urbana, Ill., http://illinois.edu
University of Iowa, Iowa City, Ia., www.uiowa.edu
University of Kentucky Martin School, Lexington, Ken., www.martin.uky.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 Memphis, Memphis, Tenn., www.memphis.edu
University of Michigan, Ann Arbor, Mich., www.umich.edu
University of Michigan-Dearborn, Dearborn, Mich., www.umd.umich.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 Montana, Missoula, Mont., www.umt.edu
University of Nebraska at Omaha, Omaha, Neb., www.unomaha.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 Carolina at Greensboro, Greensboro, N.C., www.uncg.edu
University of North Carolina at Chapel Hill, Chapel Hill, N.C., www.mpa.unc.edu
University of North Carolina Wilmington, Wilmington, N.C., www.uncw.edu
University of North Carolina-Charlotte, Charlotte, N.C., www.uncc.edu
University of North Dakota, Grand Forks, N.D., www.und.edu
University of North Florida, Jacksonville, Fla., www.unf.edu
University of North Texas, Denton, Tx., www.unt.edu
University of Northern Colorado, Greeley, Colo., www.mcb.unco.edu
University of Northern Iowa, Cedar Falls, Ia., www.uni.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 Phoenix, online/various cities, www.phoenix.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 South Carolina Upstate, Spartanburg, S.C., www.uscupstate.edu
University of South Dakota, Vermillion, S.D., www.usd.edu
University of South Florida, Tampa, Fla., www.usf.edu
University of Southern California, Los Angeles, Calif., www.usc.edu
University of Southern Maine, Portland, Me., http://usm.maine.edu
University of Southern Mississippi, Hattiesburg, Miss., www.usm.edu

N P T  P R O F E S S I O N A L  D E V E L O P M E N T  S P E C I A L  R E P O R T
Continued from preceding page University of St. Thomas, Minneapolis, Minn., www.stthomas.edu

University of Tampa, Tampa, Fla., www.ut.edu
University of Tennessee, Chattanooga, Chattanooga, Tenn., www.utc.edu
University of Texas at Arlington, Arlington, Tx., www.uta.edu
University of Texas at Austin, Austin, Tx., www.utexas.edu
University of Texas at San Antonio, San Antonio, Tx., www.utsa.edu
University of the District of Columbia, Washington, D.C., www.udc.edu
University of Utah, Salt Lake City, Utah, www.utah.edu
University of Washington, Seattle, Wash., www.evans.uw.edu
University of Washington, Tacoma, Tacoma, Wash., www.tacoma.uw.edu
University of West Florida, Pensacola, Fla., www.uwf.edu
University of Wisconsin – Milwaukee, Milwaukee, Wisc., www4.uwm.edu
University of Wisconsin, Madison, Madison, Wisc., www.dcs.wisc.edu
University of Wisconsin-Superior, Superior, Wisc., www.uwsuper.edu
Upper Iowa University, Fayette, Ia., www.uiu.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
Walsh College, Troy, Mich., www.walshcollege.edu
Washburn University, Topeka, Kan., www.washburn.edu
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
Western Illinois University, Macomb, Ill., www.wiu.edu
Western Kentucky University, Bowling Green, Ky., www.wku.edu
Western Michigan University, Kalamazoo, Mich., www.wmich.edu
Wheelock College, Boston, Mass., www.wheelock.edu
Widener University, Chester, Pa., www.widener.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
Yeshiva University, New York, N.Y, www.yu.edu
Youngstown State University, Youngstown, Ohio, www.ysu.edu

EVANS SCHOOL OF PUBLIC POLICY & GOVERNANCE

The Evans School is ranked fourth  
U.S. News & World Report, and sixth

CREATING WORLD-READY LEADERS 
THE IMPACT WE MAKE IS REAL
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“The Benefits of Considering Diversity
and the Importance of Succession Plan-
ning,” addressing the importance of em-
bracing diversity in the interviewing and
onboarding process for new employees
in leadership positions. 

Some of the points she addressed
were: 

• Reviewing your organization’s cul-
ture to find the best “fit” for a position.
What are your organization's rituals, rou-
tines, power structures, and control sys-
tems? Having a clear image of these
things will help determine the most
qualified candidate;

• Overcoming stereotypes in the in-
terviewing process is essential to finding
the right candidate; 

• Evidence shows that the most suc-
cessful organizations truly do not care
about your age, gender, or ethnicity. The
most important aspects of a good em-
ployee are flexibility and enjoying what
they do;

• To minimize bias and increase inno-
vation, it is important to know where
you want your organization to go and to
elicit candidates’ ideas to assess charac-
ter and creativity; and, 

• Additionally, using objective and in-
dependent professional assessments
helps foster diversity when seeking can-
didates for influential positions. 

The sector is aflutter with concerns

about the departure of senior manage-
ment and the need to fill the gap. Pastor
said that succession planning should not
start just as leaders are halfway out the
door but well in advance. Further, suc-
cession planning and development must
be part of an organization’s culture. Pas-
tor highlighted the following:

• Single out and interview potential
candidates early on: Ideally, interviews
with potential candidates have been
occurring once a year tied to personal
career development goals; Create “re -
tention” templates, a structured inter-
view on “paper” to refer back to early;
The goal is always a mutually beneficial
“job fit;” and, 360-degree assessments
help a great deal: Management Assess-
ment Mapping.

• Executives have to develop strengths
and weaknesses. When can a strong plan
be put into place to help develop weak
areas?

• The onboarding/grooming process:
Once a candidate is being seriously con-
sidered or selected, a whole new on-
boarding process begins; Grooming can
be 10 years, two years or six months, but it
should begin as soon as it is determined
the person is a serious candidate; and, A
no-nonsense action plan is developed.

By creating a plan for success, organi-
zations can ensure a smooth onboarding
process for new leadership.  NPT

Who’s
Next?
What leaders need to do
to prepare for a transition

Your mission. 
      Our MOTIVATION.

Combining broad expertise in nonprofit leadership development 

with deep insight into your core issues, the Kellogg Center for 

Nonprofit Management can help you confront the management 

issues that challenge you most. 

Whether it’s overcoming fundraising dilemmas, keeping teams 
motivated and on mission or measuring your impact, we make 
your mission our primary focus through our:

• Distinctive, holistic approach to strategic nonprofit leadership 
development and our emphasis on putting leading-edge 
theory into practical application

• Programming focused on the subject matter most relevant 
to your success, from fundraising, innovation and social 
entrepreneurship to marketing, finance and strategic 
leadership.

• Collaborative learning environment informed by Kellogg’s 
expert faculty and enlivened by interactive peer learning and 
networking among highly motivated participants.

Visit EXECEDNONPROFIT.KELLOGG.NORTHWESTERN.EDU or call 847.491.3415

for more information or to register for upcoming programs.

KELLOGG CENTER FOR NONPROFIT MANAGEMENT

C
hoosing the right person to
fill a leadership role in an or-
ganization is essential to the
collaboration of a team and

the ongoing success of an organization,

but finding the right person can be a dif-
ficult process. 

During the AICPA Not-For-Profit Indus-
try Conference, Joan Pastor, president of
JPA International Inc., gave a talk entitled
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Picked by Forbes magazine
as one of the top jobs sites

for nonprofits
Whether you’re job hunting or hiring, get a head start

The NPT Jobs Career Center
thenonprofittimes.com/jobs

973-401-0202 Ext. 207
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