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What are the problems?

How can we justify treating people who want to help society the 
worst?

How can we, as a society, justify the substandard treatment of this sector 
with respect  to basic employment benefits? This research suggests that 
perhaps we must at least begin to exert  the same pressure for “corporate 
responsibility" among nonprofit employers, as we demand in the private 
sector.  1

To recap from Part 1 of this research report2, the reasons for such high 
turnover in the fundraising profession are:

• No culture of philanthropy
• No support from senior leadership
• Lack of diverse fundraiser leaders
• Fundraiser turnover with months or years between fundraising staff
• No organizational memory or systems
• Sexism
• Low wages and Superjobs 

“It’s about time we start talking about the elephant in the room. It affects 
everybody, it affects the whole sector, and it affects the economy. It’s a 
missed opportunity. With no Development director for 2 years, you are set 
up to fail.” -Sarah*

If these are the problems, what are the 
solutions?
In this report, I hope to share voices with you that will give you a better 
understanding of how to fix our broken system, how to recruit diverse 
fundraising professionals for leadership positions, and how to support 
these professionals once they are in place. 

What would help nonprofit leadership treat fundraisers better? What 
incentives would work to help fundraising staff get more support for 

1  Emanuele, Rosemarie. Higgins, Susan H. “Corporate Culture in the Nonprofit Sector: A 
Comparison of  Fringe Benefits with the For-profit Sector.” Journal of Business Ethics, Vol.
24, No. 1 (Mar., 2000), pp. 87-93 
2 If you haven’t read part one of the research report yet, please go here: 

http://wildwomanfundraising.com/underdeveloped-deluge 
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fundraising, have a place at the table for budget discussions, get paid more, 
and make sure there was a culture of philanthropy? 

Would a union be the answer? If a union was able to negotiate with 
nonprofit employers, could nonprofit fundraisers have more realistic 
fundraising expectations from management?  

I decided to interview fundraisers who; had been in a union, who were 
currently in a union, who supervised unionized fundraisers, and who had 
the option to but chose not to join the union. 

Interviews: Would a union model work?
What do people working in the field see as solutions to our systemic 
problems in fundraiser turnover and fundraiser empowerment?

From February to June 2013, I interviewed:

• A social worker in a union shop, about the differences they had 
noticed between a union shop and non-union shop. 

• A fundraiser who had been in union shops and in non-union shops. 
• A fundraiser who had only worked in non-union shops. 
• A fundraiser who had been in a union shop but who chose not to 

join. 
• A fundraiser who had supervised fundraisers in a union shop, 

without being in the union.
• A fundraiser who used to work in a union shop. 
• A union organizer.
• A leader of a nonprofit membership organization. 
• A company owner specializing in diversity training.

I interviewed 10 people in all. Names that have been changed to protect 
workers are marked with a *. I attempted to interview a variety of ages, 
races, and genders in my interviews. Below is a breakdown of how diverse 
my sampling was.
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What’s it like to work in a
union?

Seventy-five percent of people said
even in a union they had no voice in
the budgeting process.

Seventy-five percent of people in a
union said they had no place to turn
with they had a problem even in the
union.

Everyone who currently or
previously worked in union
environments said that they did get a
2.5% -3% cost of living raise after a
year of working at a nonprofit, not
based on performance, and that they
had better vacation time as well. 

Everyone who currently worked in a
union or who previously worked in
union environments said that having
a union made no difference in
unrealistic fundraising expectations.
Every one said they had unrealistic
fundraising expectations no matter
where they were.  One interviewee
posited it is “because CEOS and
boards don’t know what philanthropy
really is.” 

What are some things you've
noticed working in a union
environment as a fundraiser?

“If you're in a place that is unionized
there's certain steps you can move up
to and all of that, one thing about that
kind of environment when you're a
fundraiser, the job titles were
completely administrative, Program 
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Assistant 1, there are things to fit people into, and figure that out as a 
workload.

At a university I worked at, a lot of the fundraisers were outside of the 
union because of confidentiality issues, I don't know what that reasoning 
was, but at a certain level you can't be in the union but also not 
management because of confidentiality. You were in the bargaining 
collective, but you weren't really in the union. -Lani*

In a small development union shop there was not a lot of difference from 
working in a non-union small shop. From a fundraising perspective, if there
would have been a fundraising union, it would have made a better 
workplace. -Dirk*

Downsides to unions for fundraisers

There were definitely unrealistic expectations for my position. This 
nonprofit was an  organization without a lot of credibility or track record.
The ED was good at getting and maintaining government grants.
The Development Director was supposed to be an expert at everything 
else. But I had no budget to work with. No human capital to deploy. -Dirk*

It's really rough to be with a union because if there are people who are set 
in their ways, it can be hard to change anything. People who are at the 
executive level can be very set in their ways. You can bring up an idea 
doesn't get implemented, because it's kinda like the person thinks they 
know more than you. It can bring up a lot of tension between employees. 
The people who haven't been there for 5+ years tend to move on. It's like a 
clique of old-timers.

It's very difficult because our employees are pro-union, but the upper 
management does not like the fact that we have a union.  -Parvati*

One of the other things is that grant funded employees and the union legal 
workers have things they are and are not allowed to work on. They aren't 
allowed to spend time on fundraising. Those types of contracts and 
agreements really limited what a union member could work on.  -Dirk*
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Would a union model work for fundraisers? 

I was unable to find data or studies on unionized fundraising professionals,
so instead I looked at the unionization of another group of nonprofit 
professionals; social workers. According to “Union Participation of 
Canadian and American Social Workers: Contrasts and Forecasts,”  in the 
Social Service Review,  Joan Pennell writes,

Traditionally, professionals were considered unorganizable because of 
their acclaimed sense of autonomy as opposed to collectivity and their 
service aspirations as opposed to self-interested economic goals. 
Consequently, their logical affiliation was assumed to be with associations 
rather than professional labor unions.

However, social workers and, increasingly, other salaried rather than a fee 
for service professionals are facing the same management-employee 
concerns of blue-collar workers. 

(This process has been termed optimistically by leftists the 
"proletarianization of professionals," but these employees' heightened 
recognition of their vulnerabilities has not constrained their professional 
identification.) 

Facing government cutbacks, declassification, and a tighter job market as 
well as gravely concerned about service standards, professionals are not 
exiting from agencies but instead are joining unions to strengthen their 
individual protest through a collective voice.

Researchers are finding that the majority of social workers see no 
"incompatibility" between professionalism and unionism.3

Reminiscent of the thirties and forties, many social workers are now 
joining unions as a means of improving working conditions, reducing 
burnout, and thus advancing service. 

3 Pennell, Joan T. “Union Participation of Canadian and American Social Workers: 
Contrasts and Forecasts.” The University of Chicago Press. Social Service Review, Vol. 
61, No. 1 (Mar., 1987), pp. 117-131
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Could fundraisers organize? 
Interview with Tim Yeager, Organizer at UAW Local 2320

My premise is, what if there was a fundraising union? Would 
fundraising staff be better able to succeed, and get nonprofits the 
money that they need?

“Fair question, but an unrealistic idea. Most fundraisers are managerial 
personnel, and therefore not covered by the national labor relations act. As 
a result they are usually “employees at will” without legal protections and 
job security except for those which they bargain for themselves and get 
written into a contract.

In order to have bargaining strength in dealing with employers, it is 
advisable to organize the non-management workforce into one united 
group. Our union organizes workers at non-profit agencies on a wall-to-
wall basis, i.e. our bargaining includes all workers who are eligible to 
belong under federal labor law. Our units include all non-managerial, non-
supervisory and non-confidential employees. 

Most fundraising directors would be considered to be managerial and 
possibly also confidential employees, and are therefore excluded from 
being in the bargaining units by operation of federal law.

Wherever possible, we include any non-managerial, non-supervisory staff 
in the fundraising/development departments, but most often the agencies 
where we have units are pretty small, and very often the 
fundraising/development office is one person.

It is not practical to organize a labor union made up of managerial 
employees, with one person at this agency, another at a different one, and 
so on. 

Unions are organized to deal with single employers. 

The law defines who is an employee and who is an employer, and requires 
an employer to bargain with her/his employees' representatives. 

There is no law requiring an employer to bargain with the representative of
someone else's employees, although multi-employer bargaining does occur 
in some situations where employers form an association for the purpose of 
bargaining as a group.
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Managerial fundraising professionals might very well benefit from 
organizing themselves, but it wouldn't be along the lines of a labor union in
the collective bargaining sense. 

The fundraising staff which we represent obtain improvements in their 
wages and working conditions by uniting with other employees at the 
agency, and bargaining together to obtain them. 

Strength at the bargaining table is determined by the degree of unity there 
is among the various job classifications who look out not just for 
themselves but for everyone in the union.

It wouldn't make sense for us to organize fundraising staff separately, any 
more than it would make sense to organize just secretaries, just organizers 
or just social workers. Strength comes from unifying the whole work force 
when dealing with the employer.”  -Tim Yeager, union organizer at UAW 
Local 2320

Could fundraisers have a hiring hall?

There is a phenomenon called the hiring hall-Carpenters and other skilled 
tradesmen do establish a rate of pay for carpenters. And employers who 
hire carpenters from time to time come to the hall and it's all processed 
through the union. The problem with that model is there are plenty of 
people who are not in the union and willing to work for less. The unions 
have to organize the workers so that everyone is in the union, and put their 
hiring in the union hall. And that can be undermined by independent 
contractors, like cutting your nose off to spite your face.

“But that might be a model for fundraisers, the employer might have to go 
there and hire a development person, but not likely to occur because the 
Development staff won't be there for 6 months or 6 weeks, they will be 
there for a number or years. It's a sort of an organizing challenge. 
Development staff have to be their own advocate. You might have 
something like a national association that could be a support group and 
share information about what other development staff are making, and 
back up advice what people are bargaining for their salary and benefits, but
it wouldn't be a classic union situation.

If there is an agency where there are a significant number of development 
staff that is support staff, we are happy to organize them.”  -Tim Yeager, 
union organizer at UAW Local 2320
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Conclusion

Unions do not guarantee a better job for fundraisers. All fundraisers who 
had been in unions said there was no difference in fundraising 
expectations, there were unrealistic fundraising expectations equally in 
union and non-union shops. However, in union shops there were wage 
increases and more vacation. Due to the small sample size, this research is 
inconclusive. The unionization of fundraising professionals bears further 
study.  

Small nonprofits with only one fundraising staff person would probably 
not be able to take advantage of unions. Unions are set up to deal with one 
employer, and if there is only one person officially in the fundraising role, 
withdrawing one person’s labor is not much of an incentive to the 
employer to treat their workers better. 

Unless there is a hiring hall for fundraising professionals, (which would 
require a greater degree of regulation, professionalization, certification and
standardization) I predict that small nonprofits will continue to use  
inexperienced people willing to accept the lowest wages in one-person 
fundraising shops.  
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Thought leader interviews:

Interview with Trish Tchume, Director, YNPN National

Do you feel that salaries and wages for young nonprofit professionals
are adequate? If not, what do you think would help these 
professionals get better wages?

I think nonprofits are starting to keep pace and balance out a bit with the 
for-profit sector. 

For-profit salaries are stagnating so that could be why we're keeping pace, I
don't think that's a good thing.  Even though we are making some progress 
at some level but I think wage stagnation in the US is a huge problem and 
in some ways I think it's a good thing we're having a common experience 
around lack of living wage. It will create more solidarity for society-wide 
solutions will benefit all.

Universal healthcare, loan forgiveness, advocating living wage, creates 
more solidarity and clarity around these systemic issues.  Salaries are not 
adequate for most people.   

What do you think would help young diverse nonprofit professionals
succeed in stepping into leadership roles such as development 
director or executive director?

One of the things that emerged for me over the past year is that models can
be helpful. For people who are at the margins, our work has 4 pillars. 

1st pillar, Access to networks. A network is a loose collection of people 
who talk with each other and get connections to jobs, mentoring, and 
inside tips on which nonprofits are best to work for. Networks have to have
clear entry points to access. Those networks are often invisible for people 
of color. They still tend to be closed to people. 

2nd pillar, Skill based training. When you are put in a stretch position, 
making sure you're able to access training so you can be more successful in
that position.

3rd pillar, Safely exercise or practice those new skills, put them into 
spaces that are not sink or swim, like a co-director position or overlap 
position, in position 3 months with the old director, safely practice the new 
skill that you're learning. A board position allows you to do that.
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4th pillar, Direct coaching and mentorship, for all of the training you 
can go to, you still need someone who is focused on your individual 
experience, hash things out with. 

Rafael Lopez, Associate Director at the Annie E. Casey Foundation at
the Net Impact conference in 2012 notes how only 19% of nonprofit 
employers are nonwhite and more than 90% of philanthropy leaders 
are white, making us more out of touch with many of the 
communities we serve. 

So my question to you is, is a structural solution, such as board 
gender and ethnicity quotas (like Norway) the answer, versus just 
asking people to be more mindful of who they select?

I'm pro affirmative action in all of its forms. When you are trying to right 
something that is off balance for a really long time, you often need 
something that is much more targeted rather than just asking people to do 
better. But quotas make my back go up. I'm not anti-quota, but people need 
a more holistic approach, people need education about why we need to see 
a change in these numbers. Make space for their ideas once they're in these
spaces. Look at things that seem more targeted and less extreme than a 
number bar. Education, structural solutions, building clear pathways and 
networks. We can create the balance if we do create stronger pathways. I 
do see the value of naming what greater diversity would look like.   

What do you think would help reduce discrimination against young 
diverse nonprofit professionals?

I think there needs to be a general shaking of what leadership looks like. 
You have to have this follow me kind of leadership style, these technical 
approaches that will definitely go to scale. We reward those who fit into 
those solutions, and disproportionately favor older folks, white folks, men, 
people who don't favor collaborative approaches, and this is how more 
complex community change is happening in the present day, it IS more 
collaborative. People who have vast reaches in different communities, 
those are the people we should be lifting up as well. A better 
understanding of how that's happening already will reduce discrimination, 
lifting up those examples, at a mass level.

But more specifically more exposure between the generations, inter-
generational teams, volunteering, working on campaigns together.
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Interview with Hamlin Grange, Founder, 
Diversipro

Would board quotas for professionals of different races be a tool you 
would recommend?

I hesitate to say quotas, it's sort of like a 4 letter word. Oh, you want us to 
lower standards! That's not what we're talking about. Here's the approach I
would take. The way I assess an org to see their DNI quotient, we 
developed the 6 cylinder framework. 

We look at these 6 key areas and how they interact with that organization; 
Leadership, Stakeholder connections, Products and services, Workplace 
environment, Human capital (who you hire), Marketing approach. 

All of those have an impact on the client and employees. All of those things
are measurable. Once you've done all of those things, you can ascertain in 
order to have an impact, change the way the client or the customer 
experiences our organization. 

If the answer is, we need to put together some goals and timetables, just 
make that happen.
 
So for example,people will discover, oh, we don't have enough women here,
we need to hire more women. And they go and do that. 

But if they find that an issue with that, our stakeholders, a lot of them are 
from different cultures, racial, ethnic cultures, we need to have more 
people on staff and on our board from these different cultures.  People say, 
that is reverse discrimination! They get up in arms. 

It's okay to say we have a gender problem, but it's not okay for us to say 
this about people of color?

But that's the argument that people use. People have issues with it.  It's 
always struck me as disingenuous. 

We need to get over this. You need to identify it with an organizational 
assessment. Live your mandate and your vision and values, then do it! 
Because you can actually make the case for doing it. 

It becomes tokenism if you say quotas. 
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Go into that with as much research and information as possible, what will 
benefit the organization in the long run. 

This is not to say that there is not a need to correct some of the historic 
imbalances at nonprofits especially at managerial and higher levels.

The question is, how do we go about correcting the imbalance?  
How can you hire people so they're not seen as a diversity hire, and they 
got the job because of their color or their gender?

Sometimes you may not find a person with everything you need. No one 
will have EVERYTHING that you will need. You can learn on the job. If 
you get someone of color, they should not have 100% of what you need, 
because trying to make them conform to an even higher standard than you 
have for Caucasian people, that is also discrimination. 

It's very costly to go out and recruit and hire someone. Why not hold onto 
the people you've got, within the organization?  

Interview with Katya Andresen, former COO, Network 
for Good

How can we better support fundraisers?

Fundraising and marketing should be baked into every part of thinking 
about services and products for nonprofits.

What do you think about unions to protect fundraisers?

I fear unionizing would not protect nonprofit fundraisers but further 
exacerbate the separation of fundraisers. Don't put fundraising off on an 
island, in a silo. Make it everyone's job.

Look at DonorsChoose or CharityWater, fundraising is wrapped into 
everything they do. They will spur a cultural change in nonprofits. The 
ones that do this, they're the ones who succeed. 
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Addressing the problems
What would create a healthy working environment? I asked you, readers of 
WildWomanFundraising.com, and you said,

“Improved awareness on culture of philanthropy”

“Staff to recognize how their work is an integral part of fundraising – give 
me their stories so I can tell them to donors.”

“Want to have a systematic approach to fundraising, an annual fund drive, 
and get the board and founders fully engaged in fund development.”

“Make a real investment in fundraising and marketing: a printing budget, 
hire a consultant to train the board, hire more staff (an events manager and
database manager, for starters)”

“I need Development staff to find "unrestricted" funding...I need 
"unrestricted" funding to hire Development staff!  Where are Development
department start up funds?”

What could we do to improve working conditions and help reduce 
fundraiser turnover?

To stop the revolving door, try 

Culture of philanthropy
A culture of philanthropy means that all staff and board help, in some way, 
with fundraising and marketing the nonprofit, and that everyone 
understands how important this work is. 

Why should we create a culture of philanthropy?
Creating a culture of philanthropy will allow fundraisers, even in a one-
person shop, to stop feeling like all of this weight is on their shoulders. 
They won’t have to feel alone in having to raise the money to keep the 
nonprofit afloat if everyone is willing and able to help. This will reduce 
fundraiser turnover.

How do we create a culture of philanthropy?
• Give fundraising staff a place at the table for setting the 

organizational budget
• Fundraising training for staff and board every year, make sure 

everyone knows that they can do something
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• Budget for marketing and fundraising departments including higher 
salaries, valuing fundraisers as professionals, no matter what their 
gender or ethnicity

• Create a place for organizational memory and systems
• Diversity promoted, valued and inclusiveness, access to systems, 

built into culture 

We need to educate public, staff, and board about fundraising in a positive 
way. 

“We need to educate people. We have a $500,000 budget. That's like 
bringing in $500,000 in product sales! We need to better educate the public
about what we do. Half the time the program staff doesn't know what you 
do.” -Clarinda*

“At the core of a new mental model is the concept of a culture of
philanthropy, one in which “most people in the organization (across 
positions) act as ambassadors and engage in relationship building. 
Everyone promotes philanthropy and can articulate a case for giving. Fund 
development is viewed and valued as a mission-aligned program of the 
organization. Organizational systems are established to support donors. 
The executive director is committed and personally involved in 
fundraising.”

From the perspective of nonprofit survival, it is important to be able to 
respond to the donors of today who demand greater connection. For most 
groups successful donor engagement will possible only with the additional,
active involvement of program staff, volunteers, board members.

Why bother to create or grow a culture of philanthropy? The shift toward a
culture of philanthropy is not an end in itself. For some groups it will be 
the beginning of an evolution from viewing donors as targets of 
opportunity to seeing them as supporters and partners.”4

What are some happy side effects of a culture of philanthropy?

Realistic Expectations
It’s easier to have realistic fundraising expectations if everyone 
understands how long it takes to raise money and how to raise it. Instead of
having an adversarial relationship, or simply a mystery around the 
fundraising department, development staff and program staff and senior 
leadership can all work together to create the budget, work on building the 
relationships and raising the money together

4 Johnson, Kevin. Debner, Stephanie. 2013 Philanthropy Survey Association of Fundraising
Professionals, Oregon & SW Washington Chapter, 2013
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I think what one thing that would help us succeed is to have realistic 
expectations. You don't ask someone to raise $200K if you've never raised 
near that before.  -Parvati*

I think what would help more fundraisers stay at nonprofits and be 
promoted into leadership is feeling like they were being taken seriously 
about their needs. -Latricia*

Feeling your opinions are valued
How does it happen that fundraisers feel undervalued? If a bunch of people
kept piling more and more work on your plate, and didn’t want to hear why
it was unrealistic to expect you to do 4 people’s jobs, would that make you 
want to stick around? 

If fundraisers are put off in a separate part of the building, it can be 
difficult for leadership and program staff to include them in decisions 
relating to budgets and programs. When fundraisers are included in 
strategy meetings, and made to feel like part of the team, this increases 
morale. If a fundraiser says, “No, this doesn’t fit with my fundraising plan, I
don’t have time to do this,” and their boundaries are respected, this can go 
a long way to making sure the fundraiser sticks around.  

General morale, feeling like your opinions are valued in meetings. Being 
asked if there is something relating to your department before a decision is
made without you.  -Latricia*

How can we frame it to get everyone to fundraise and create a 
culture of philanthropy?

“Framing is everything. Instead of saying,  okay, fundraising is your job 
now, do it in a very top down way, frame it as, “Your program is incredible, 
we want to make it the centerpiece of what we talk about.” Don't tell, show
engage them and get them excited.” -Katya Andresen

Give fundraising staff a say in the budget
Why should you give fundraising staff a say in the budget? 

Imagine you’re a business owner and you just hired a business 
development director. Wouldn’t you trust that person to tell you how much
your business is likely to grow and what it would take to get it there? 
Wouldn’t you trust their business development experience? Isn’t that why 
you hired them?
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Experienced fundraising staff know how quickly you can raise money, and 
what you’ll need to get in place before you can raise it. They know what is 
realistic to expect and what isn’t. Without their input, you will not know 
how to make budget projections for your nonprofit.  Does it make sense to 
tell one person to raise $2 million dollars (on a budget of zero) if you’ve 
only ever raised $700,000 before? 

When I interviewed a number of people, the ones who were happiest (and 
who stayed longest) in their fundraising roles were the ones who had not 
just a say in their fundraising expense budget, but who had a say in the 
organizational budget. 

I recommend that you give the fundraising staff a place at the table when it 
comes to creating a budget for their department, and an organizational 
budget. Allow the staff to have power in saying what is possible and what 
isn’t possible as fundraising goals. 

Fundraising training for staff and boards
Why is fundraising training for fundraising staff so important? First of all, 
since most people just fall into fundraising, and nobody has equal 
experience in everything you might need to do in a one-person fundraising 
shop, there will be holes in the fundraiser’s knowledge. Maybe they’re good
at grants but bad at events. Maybe they love appeal letters but are clueless 
about major gifts. Getting fundraising training for your fundraising staff 
will help them get comfortable with different kinds of fundraising that your
nonprofit can use down the line.

Second of all, if you want your fundraiser to stay, but you can’t offer the 
salary that you want to offer, giving them training dollars is a way to say, 
“We believe in you. Even if we can’t pay you a lot, we want you to succeed. 
And we want to nurture your career.” 

“Having training would be a great way to boost people currently in that 
role.” -Parvati*

“Our organization is neat, if I want to go to a training, the board pays for it. 
They also pay for my membership in AFP.” -Latricia*

Why is fundraising training for staff and boards so important?  If you train 
the board to fundraise, the board can better assist the fundraiser in 
stewardship, identifying new potential donors, event management, and 
more. The board will also learn why 100% board giving is so important. If 
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everyone is responsible for fundraising, it can become a social, pleasant 
part of the board meeting to talk about, instead of something to foist off 
onto a sub-committee and forget about. 

When the board learns about fundraising and takes an active role, it’s not 
just about helping to fundraise. It’s giving the executive director a cue in 
how to behave.  When the executive director sees the board taking charge 
of fundraising, that will encourage them to fundraise as well. This attitude 
of “We’re all in this together, let’s get the work done” will keep the 
relationship between the development director and the executive director 
running smoothly, which is another key part in fundraiser retention, 
according to the Underdeveloped report. 

“Tailored fundraising education and training and coaching for Executive 
Directors and boards. In a perfect world I’d love to be able to take my 
entire board and send them to the AFP conference. But that’s never going 
to happen. It’s up to the fundraiser to bring that knowledge to the 
organization.” 

“A lot of training on what it means to be on a nonprofit board is key. The 
training of new board members needs to focus around fundraising. Having 
a proper orientation prior to joining the board. Having a mentoring 
program is key, old board members mentoring new ones. It could help the 
development professional and the culture of the organization.” -Sarah*

How to create incentives for leadership to create a culture of 
philanthropy?

If we want to make sure that senior leadership understands fundraising, we
could try a structural solution based on funders and major donors. 

Foundations and major donors could try conditional funding based on 
budgeting for professional development, mentorship and training for all 
staff, as well as conditional funding based on the fundraising staff turnover 
rate in the organization. 
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Creating organizational memory & systems
If your nonprofit has had a lot of turnover in the fundraising role, it’s hard 
for a new person to start when they have no idea what has been done. An 
organizational memory can help jump-start this process, and help your 
fundraising professional feel structurally supported in their job. 

The first step to creating development systems to support your nonprofit is
to get a donor database. If you want to support fundraising staff so they can
help you get and keep your donors, you need a donor database5. If you 
don’t yet have a database, you need to get one. Excel is not a database. If 
you do have a database and no one updates it, then you need to start 
updating it or get a new one. A good fundraising database will allow you to 
create and export reports on donors and funders.

The second step to having an organizational memory is to create an online 
document with all of your fundraising and marketing processes in it. This 
is something every nonprofit, no matter how small, can do. If you are 
working at a nonprofit right now, make a Google document spreadsheet 
with your fundraising/marketing processes in it and share it with key 
people in your office.

For example, when I started working for a nonprofit orchestra, they had a 
marketing person. Who got fired. So then, eventually, after several months, 
they hired another marketing person. Who got fired. So I started putting 
together a marketing process Google spreadsheet for them. What was in it?

• A list of upcoming concerts 
• Contact information of media people, when we contacted them, and 

their timelines 
• Names and contact info for volunteers who could put up flyers 
• Places that we should go flyer to advertise our concerts. 
• Outcomes of a survey of orchestra members, with who had agreed to

be featured in our e-newsletter. And e-newsletter story ideas 
• A list of passwords for different websites where we could post about 

our concerts, and get volunteers too 
• Volunteer job descriptions/emails to solicit volunteers 
• Research on potential sponsors, and who else they had sponsored 
• Since the orchestra was trying to rebrand, it had ideas for branding 

If your nonprofit suffers from a lack of organizational memory, you might 
want to consider making a spreadsheet with information like this. Anyone 
can make a Google document spreadsheet to make an organizational 

5 Here are some results from an NTEN survey on databases: 
http://wildwomanfundraising.com/donor-database. 
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memory for the processes and knowledge that they want to preserve. 
When you have created this document, you can have one place where the 
organizational memory is kept, to make it that much easier for your 
fundraising team to get started more effectively.

You should also have a basic human resources book & procedural manual.
Having a basic human resources book that says your job and what you do.  
A Procedural Manual: Anything when you are a new member, here's what 
happens in the database. We have more of a Mouth to mouth culture. Go 
ask so and so, it's not written down. There's no organizational memory.” 
-Parvati*

Budgeting higher salaries
As we discussed in part 1 of this research report, low wages are rampant in 
the nonprofit industry, and fundraising is no exception. According to the 
YNPN 2011 National Voices Report, nonprofits should offer more 
competitive compensation if they want to keep their staff from leaving. 6

Would you want to stay longer than a year at a job where you did not get 
paid more if you worked extremely hard and succeeded? Would you want 
to stay at a job that there was no clear career ladder for you to climb? 
Would you want to stay if you didn’t even get a yearly cost-of-living wage 
increase? When fundraisers don’t get paid enough to live on or save, it’s 
hard for them to feel loyal to an organization. They get paid the same low 
wage with no end in sight, no matter how hard they work. 

“The better the morale is, the more loyalty they will feel. Loyalty can only 
go so far if you're suffering and you can't pay your bills. You need to put 
your money where your mouth is.”  -Latricia*

Whether you’re a nurse at a nonprofit hospital or a social worker or a 
fundraising professional, wages need to rise with the cost of living, every 
year. We need to be paying staff more, and giving more benefits, and hiring 
from within.

If you’re a nonprofit leader and you’re asking, “How could we afford this?” 
Here are some suggestions for you.

• Monthly giving (getting money automatically taken from donor’s 
bank accounts, every month)

• Foundation funding for capacity building/general operating
• Major gifts

6 YNPN’s National Voice Report 2011 http://ynpn.org 
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• If there is unexpected money, don’t start a new program. Put the 
money into a professional development fund for fundraising staff. 
Even money for training can help staff feel more valued. 

Promoting diversity
Why is it so important to promote diversity in nonprofit leadership? 
Because if you look around nonprofit leadership, you will see mostly 
Caucasian people, even if the nonprofit mission is focused on helping 
people from outside the dominant culture. This can lead to “white savior 
complex.” Some leaders seem to think that working for a nonprofit is a 
“get-out-of-racism-free” card, as if they are above reproach because they 
are working to “make a difference.” 

“In nonprofits there is really entrenched racism. White privilege does 
exist. A lot of white people working for nonprofits do not realize that. 
They have a white savior complex kind of thing. Very frustrating. Check 
your privilege.”    - Parvati*

“It reminds me of this quote: “If you came here to help me, you're wasting 
your time. If you have come because your liberation is bound with mine, 
let us work together.” by Rhema Watson.  She's part of an aboriginal 
liberation group. You should want to change the system, not help the 
people.”

“Being a black woman I can relate to that. I was raised in a poor 
neighborhood for some time. People need to look at the bigger picture and 
change those things. Having solely white leadership and all people of color 
below you that is a repetitive cycle.”  -Parvati*

According to the YNPN report National Voice report7, these four processes
will provide support to create a more diverse leadership for nonprofits

• Provide access to networks for people of color

• Skills based training for people of color

• A place for people of color to practice new skills

• Direct coaching and mentoring for people of color

Access to networks

A network is a loose collection of people who talk with each other and get 
connections to jobs, mentoring, and inside tips on which nonprofits are 

7 Ibid.
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best to work for. Networks have to have clear entry points to access. Those 
networks are often invisible for people of color. They still tend to be closed
to people. 

Skill based training

When a nonprofit puts someone in a stretch position, make sure to pay for 
fundraising training so they can be more successful in that position. Give 
them tools to succeed, like books, webinars, workshops, and courses. 
Connect them with a peer group to help create community around learning
these new skills. 

Practice those new skills 

When a nonprofit has a new leader, put the leader into spaces that are not 
sink or swim, like a co-director position or an overlap position. In an 
overlap position, the new person spends 3 months on the job with the old 
director, so they can safely practice the new skills they're learning. 

Mentoring 

How can you start to find mentors for the new fundraising staff? Start with 
your local AFP chapter or other regional fundraising association. If you’re 
part of a national organization, is there someone at the national office who 
helps connect new staff with mentors? Look to see if any nonprofit 
consultant offers fundraising coaching or a training series. Explore the 
solutions that are out there.

“For all of the training you can go to, you still need someone who is 
focused on your individual experience, someone to hash things out with.” 
-Trish Tchume, Director, YNPN. 

What about getting people of color on boards? 

Yes, I think it's important to see that leadership. It takes efforts on both 
sides to fight that racism and racial inequity on the job in nonprofits.  It's 
always good to see someone who looks like you on the board, in leadership.
If you keep the social justice sector full of white people it will be “helping” 
and that's not good at all.  -Parvati*
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Diversity training every year

“Serious diversity training is NEEDED. This is an epidemic with 
nonprofits, especially with ones with the word justice in their name, lots of
sexism and racism.” -Parvati* 

Dominant white culture is in everything, you have to be aware of it and 
help other people see it. And i think when an organization helps their 
people see that. That education is more important than having a union.”  
-Lani*   

“I think that people hire who they look like, and that happens a lot in 
fundraising. At a national nonprofit we had a pretty good anti-institutional 
racism group, it taught me about all the different kinds of cultures that 
there are, how it strengthens the organization to have different kinds of 
cultures. I didn't know anything about this.  It was two day class, it kicked 
my ass. I was unaware how much institutionalized white racism is in 
everything.” -Lani*

Gender bias training every year

For gender bias training, Pinto and Williams suggest:

1. Focus on the informal “hallway interactions” that take place 
everyday as well as the major employment decisions. Address the 
bias that can creep into the workplace through these brief, informal 
interactions and eventually these interactions will impact managers’ 
decision making; 

2. Detail the business benefits (cost savings, increased productivity and
efficiency, and morale) of retaining productive employees rather 
than terminating them or limiting their advancement based on 
assumptions about how they will or should behave; 

3. Set forth the common patterns of gender biases and everyday 
examples of bias in the workplace; 
 

4. Emphasize that all personnel actions must be based on legitimate job
related criteria and business needs and individual performance 
rather than stereotypes. 

Create a workplace that is inclusive: Make sure women’s accomplishments 
are recognized, squelch snide remarks about the commitment of employees
working reduced schedules, and support women who do not display 
traditionally feminine traits.

Shafted Research Report by Wild Woman Fundraising Part 2 Page 25

I was unaware 
how much 

institutionalized 
white racism 

is in everything.



If this system is broken, what are the tools we need to fix it?

We all know this system is broken. Reading a dozen research reports won’t 
make this go away. What can we do, right now, to stop this terrible wasteful
culture of disposable fundraising professionals, and help all of our 
nonprofits succeed?

In a nutshell:
• Give fundraising staff a say in the budget
• Fundraising training for staff and boards
• Create organizational memory & systems
• Budget higher salaries
• Promote diversity, including internal leadership development with 

access to networks, skill based training, a safe place to practice new 
skills, and mentoring

• Diversity & gender bias training every year, all of which make up a 
• Culture of philanthropy

Nonprofit fundraising staff have a tough job. We need to do a better job of 
helping them succeed. What are some concrete steps we can take to help 
them succeed? We need to: 

• Get diversity and gender bias training for everyone
• Make sure everyone understands fundraising
• Appreciate fundraising staff and say thank you
• Actively promote diversity in our hiring practices
• Mentor fundraising staff and support them
• Invest in fundraising staff
• Pay fundraising staff better wages
• Give them fundraising and leadership training
• Create a structure to climb within the nonprofit
• Give fundraising staff a fundraising program budget
• Give fundraising staff a donor database and 
• Give them a place at the table to help set the organizational budget
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This is the end, but this is not the end

The problem is not just one-dimensional. you’ve got to peel the onion to 
get the root of it. -Sarah*

Where do we go from here?

If you would like to be involved in a larger conversation around this issue 
of fundraiser turnover, and how to make nonprofits more successful in 
fundraising, we are having a free webinar on August 6th, 2013 at 1pm EST. 

Sign up at: http://www.wildwomanfundraising.com/free-webinar-raising-
money-august-6th-1pm-est/ 

Who is welcome at this webinar? Everyone. 

Part three

If you are an executive director, and would like to talk about issues that 
hold you back from taking action on these proposed solutions, I will be 
creating a part 3 of this report to share your suggestions, out in August, 
2013.

If you would like to be anonymously included in Part 3 of this report, 
please email info wildwomanfundraising.com@  with your phone number 
and some times and days that work for you. 
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About Mazarine Treyz of Wild Woman 
Fundraising

Mazarine Treyz has worked in
fundraising for over ten years. She has
raised over $1 million for small
nonprofits. Her job titles have
included: Development Assistant,
Development Associate, Development
Officer, and Development Director.
In 2005 she co-founded a nonprofit
called The Moon Balloon Project on
the south shore of Boston. 

Her first book, The Wild Woman’s
Guide to Fundraising, was published 
in 2010 and called one of the top ten
books of 2010 by Beth Kanter, author of The Networked Nonprofit. This 
book sells all over the world, from Indonesia to Finland, and remains a go-
to primer on fundraising. Her second book, The Wild Woman’s Guide to 
Social Media, was published in 2012 and is used to help charities and small 
businesses get more attention for their causes online. Her third book, Get 
the Job! Your Fundraising Career Empowerment Guide, was published in 
April 2013. 

Treyz’s website, http://www.wildwomanfundraising.com, has 30,000 
monthly readers. To get free fundraising tips every week, go to 
http://www.wildwomanfundraising.com/free-stuff. 

She is committed to fundraising empowerment. 

Mazarine Treyz would like to thank her tireless editors, Steve Havelka & 
Sarah Keefe, and the fundraisers who were brave enough to be interviewed
for this report. You made this too. Thank you for being part of the 
community to help empower all of us who fundraise for our causes.

If you have any comments or questions about this research report, please 
email info wildwomanfundraising.com@ . 
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End Notes

Sniff out for the Setup in the Interview
Ask these questions in your interview to determine if there's a setup. 

“Does the fundraising staff have a place at the table when budgets 
are being decided?” Even if you succeed in raising the budget they want, 
if you don’t have a place at the table, they could double the budget 
expectations without giving you more staff or money, and set you up to fail.

“Is there a fundraising budget? What was it 2 years ago? What was it 
last year?” You want to ask them this to see if they understand that they 
have to spend money to make money. 

“How many people have held this position in the last 5 years?” 
If it was a new person every year, or even 2-3 people, the problem is 
probably not the people they hired, but the Executive Director and/or 
board not wanting to fundraise and blaming the Development person for 
their own failures.

“Can I talk with the person who previously held this position?”
This will lead to: How long has it been since there's been a person in this 
position? And this will show you if the person got along with the executive 
director, if they left on good terms or not.

“Is there a budget for professional development?” 
Will they support you? Do they want to give you the tools, concepts and 
classes to succeed? If not, keep on walking!

“Who will I learn from, and how?”
How committed are they to your professional development? Who will 
teach you? If they don't know the answer to this, then they haven't thought 
about it or they don't care. Bad sign!

“Does the executive director like to fundraise?”
You can also rephrase this to “Do YOU like to fundraise and ask for major 
gifts” if the ED is interviewing you.

“Do you have some key board members who like to fundraise?”
The ED often takes their cue from the board, and if they're not fundraising, 
then it may be a red flag.

“How willing are people to help each other?” or
“Do you have a culture of philanthropy here?”
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This will help you understand if you can get help with establishing a 
culture of philanthropy. If they don't know what a culture of philanthropy 
is, explain it.

“Do you have a regularly updated database?”
If not, that's a serious concern. That means there's no structure to support 
you in keeping your donors and getting new donors.

Cheat Sheet of Good Questions To Take To Your 
Next Interview

Essential Questions:

1. Who will I learn from and how?

2. Who is held up as a hero here? What for?

3. How do you resolve conflict here?

4. How willing are people to help each other?

5. How do you celebrate what’s working?

6. What keeps you going when things get stressful?

7. Where do you see this position going in the next few years?

8. What are two or three significant things you would want me to 
accomplish in my first few months?

9. How often has this position been filled in the past two to five years?

10. What would you like done differently by the next person who fills 
this position?

11. How can I most quickly become a strong contributor within the 
organization?

12. How will my performance be evaluated, and at what frequency?

13. What are the most challenging aspects of this job?

14. When would this position be expected to start?
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15. When can I expect to hear from you?

Development-Specific Questions:

What is the focus of the strategic plan right now?
 
What is the focus of the development plan?

For your boss: What is your management style?

What sort of person are you looking for in this position?

How often are there one-on-one meetings between you and your boss and 
staff meetings?

For the Executive Director: How much of your job is currently securing 
major gifts, and how much would you like it to be?

For ED: What are your priorities right now? Advocacy? Allocation of state 
funds? Collaboration? Maintaining the level of service, but not expanding?

For ED: What are some difficult decisions that need to be made for your 
organization? Staff cuts? Budget reductions? Funding cuts?

How active is the board in fundraising?

What engagement strategies have worked best with the board?

Are there any transitions at the board level right now?

How much was raised last year in grants? In major gifts?

How often are mailings sent out? What is the mailing budget?

What fundraising database do you use?

How do you currently identify and cultivate major donors?

How much would I be expected to raise in the first year?

What is the range of compensation for this position?
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