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Dedicated to Jane Addams and 
the Jane Addams Legacy Project
Jane Addams was the founder of the settlement house
movement in 1889 and a Nobel Peace Prize winner.
She is considered a major American social reformer and
a pivotal figure in establishing social work as a profes-
sion. In recognition of her contributions, meetings were
held throughout 1999 by a group of women in the
executive management of foundations and nonprofit
organizations in Chicago. The meetings became known
as the Jane Addams Legacy Project.

The discussions of the Jane Addams Legacy Project
participants focused on the current status of the
Chicago social service sector. They concluded that there
was insufficient information available on key aspects of
the work of the nonprofit human service agencies in
Chicago. In particular, data about the leadership char-
acteristics of such agencies was not uniformly available.
This research study was commissioned in the spring of
2000 to begin to fill this information gap.

The individuals who participated in one or more of
the Jane Addams Legacy Project discussions include:
Ann Alvarez, Robin Berkson, Felicia Blasingame, Marca
Bristo, Shelley Crump, Merri Ex, Christine Grumm,
Nancy Johnstone, Laura Kaufman, Anne Ladky, Marcia
Lipetz, Maria Mangual, Esther Nieves, Audrey Peeples,
Deborah Reznick, Harriet Sadauskus, Robin Tryloff,
Brooke Wiseman, Bernarda Wong, Daryl Woods and
Diane Yost. Thanks to all these individuals for their
insights and reflections, and their concern for the
future of the nonprofit sector in Chicago.       

Special thanks to those organizations 
that provided and managed fiscal 
resources for this project
Funding for this research study was provided by
➣  Chicago Community Trust
➣  Chicago Foundation for Women 
➣  Dobkin Family Foundation
➣  Motorola Foundation
➣  Polk Bros. Foundation
➣  Sara Lee Foundation
➣  United Way/Crusade of Mercy.

Printing was graciously contributed by the 
WPWR-TV Channel 50 Foundation.

Women Employed Institute served as fiscal agent 
during the conduct of this research.
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Report Highlights: Bringing the Picture into Focus

The characteristics of nonprofit executive leader-
ship increase in importance as the third sector
works to meet internal and external demands for
greater accountability, professionalism, and fiscal
stability. This report begins to answer several
questions about these leaders and their agencies 
in Chicago:

Does budget size matter?

Over $3 billion annually is under the direct con-
trol of these executive leaders. The top third of
the agencies represent over 80 percent of the total
dollar amount. Important patterns repeatedly
stand out when “budget size” is used to analyze
the data.

Slightly more than half the CEOs are women.
Men, however, are more likely to head larger orga-
nizations, and women to head smaller organiza-
tions. There are fewer and fewer female CEOs as
the budget size increases.

People of color, according to the survey data,
are also much less likely to be leading the $20
million-plus organizations. Leaders with disabili-
ties are found extremely infrequently across all
budget categories.

Are human service CEOs satisfied with
their jobs?

These CEOs are well-educated and have widely
varied backgrounds. Ninety-eight percent have
undergraduate degrees and 80 percent have one or
more graduate degrees. Management education
appeared to be especially prevalent within the
leadership of the largest organizations.

Almost half the CEOs surveyed earn between
$75,000 and $100,000 per year, but a strong rela-
tionship to budget size was observed. Women
earned less than men, both in salary and non-
salary compensation.

CEOs indicated low satisfaction with four
aspects of their jobs: board development, human
resource functions, financial management, and
salary. Attraction to and support of the agency’s
mission was the most highly rated aspect of the
CEO’s job.

Broad, landscape views have been painted of
America’s nonprofit sector over the past several
decades. This report, however, zooms in to take 
a closer look at approximately 400 agencies that
form a critical safety net of services in Chicago.
Shelter for the homeless, job training for the
unemployed, child care for children from low-
income families, and meals for senior citizens are
only a few of the diverse types of assistance they
provide. The newly collected and analyzed data
covered in this report presents a first time 
portrait of the leadership of these important 
nonprofit agencies. 
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Does this sector have effective career 
ladders?

Very few organizations had written succession
plans for the CEO position.

Only four out of ten CEOs were promoted
from within their agency.

Today’s CEOs identified their own job experi-
ence and personal commitment as having been
more important to their advancement than men-
toring or formal education.

The internal pool of nonprofit management
staff is 70 percent female and 66 percent people
of color, but the pattern among CEOs shows a
much higher representation of Caucasian men,
particularly in larger budget agencies. This dispar-
ity raises questions about the degree to which
management staff are offered a career ladder that
could reach up to the top agency position.

Are nonprofit Board members drawn from
diverse populations?

Individuals with disabilities were virtually unrep-
resented on the Boards of Directors of surveyed
agencies. 

While many human service agencies had
diverse boards regarding gender and race/ethnici-
ty, these patterns became much more skewed to
males and Caucasians in the largest budget cate-
gories.

This large portrait warrants careful study
by a diverse set of third sector stakehold-
ers who may draw interpretations or
meaning from different aspects of the data.
The questions placed at the end of the
study are intended to assist the reader in
utilizing this report. We invite the reader
to examine current practices and policies
that may impact the recruitment and
retention of tomorrow’s human service
agency executive leadership.



Methodology

Definition of human service agency
Nationally, there are hundreds of thousands of
nonprofit agencies that have been accorded
501(c)(3) tax-exempt status by the federal govern-
ment. They include such groups as educational
institutions, philanthropies, arts and cultural insti-
tutions, hospitals, professional associations, reli-
gious entities, and human service agencies. This
research study is exclusively concerned with only
those nonprofits that fit within the “human ser-
vice” sub-sector of 501(c)(3) organizations. The
following list of services was used to determine if
an agency was such an organization:

➣  Alcoholism and drug abuse treatment
➣  Child welfare and youth services
➣  Day care and early childhood education
➣  Employment and training
➣  Housing and community development
➣  Legal services and advocacy/research
➣  Mental health programs
➣  Public health services
➣  Services for the disabled
➣  Services for the elderly
➣  Support services (computer aids, data 

collection, credit/lending) to improve the 
work of human service programs

The review and analysis was focused on those
agencies with annual budgets of at least $500,000.
A level of stability and longevity is thought to be
associated with nonprofits that have reached this
budget size. 

Three Sources of Data Utilized
The “Leadership of Chicago Human Service
Agencies” research study draws its data from three
different data sources. 

(1) Database of 409 Human Service
Agencies Serving Chicago Residents

Utilizing a comprehensive internet-based collec-
tion of IRS financial records for 501(c)(3) organi-
zations, the research team located 8,800 groups
and used the budget size criterion to preliminarily
identify 1,445 records. The team then applied the

4

Research Goals

The “Leadership of Chicago Human Service
Agencies” research study sought to answer ques-
tions about nonprofit agencies that provide a
range of social services to Chicago residents (see
agency definition in Methodology section, right):

1. How many nonprofit groups with budgets of at
least $500,000 comprise this sector? What is the
total annual budget size of these agencies? What
picture emerges if these organizations are grouped
according to budget size categories?

2. What are the key characteristics of the execu-
tive directors or chief executive officers of these
agencies? What is the portrait of the age and edu-
cation level for these individuals?

3. How diverse is the executive leadership por-
trait? Are there gender, race/ethnicity, or disability
patterns that form part of this picture? How does
this compare to the picture of those who comprise
the larger professional staff and direct-report/man-
agerial staff?

4. Does Board leadership follow similar or differ-
ent patterns than that of the executive staff?

5. How are executive directors/chief executive
officers compensated? What patterns emerge from
an examination of salary and benefit packages?

6. How are executive directors/chief executive
officers selected? To what extent are search firms
utilized? Do agencies have succession plans in
place? What are the key factors identified by exec-
utive leaders as pivotal to their move up the career
management ladder? 

7. What factors would lead to greater job satisfac-
tion for executive leaders?
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definition of “human service agency” and pro-
duced a shorter list of 550 organizations. Phone
calls were made to this list to: determine whether
the groups were still in business; obtain up-to-
date information on address, executive director
name and gender; and double-check that the
group met the human service agency definition.
This additional screening ultimately reduced the
list to 409. Budget level and gender of executive
director were used to create a limited, but “first-
cut” outline of the size and leadership characteris-
tics of this sector.

(2) United Way Member Agency Data

In 1998/99, the United Way/Crusade of Mercy
for the Chicago metropolitan area raised funds for
143 member agencies that met the health and
human service needs of more than 1.2 million
people. These agencies are an important part of
the larger database described above. United Way
annually collects demographic data on the execu-
tive director, board, and staff of its member agen-
cies serving Chicago. The research team was pro-
vided with data submitted to United Way by
member agencies for the 1999/2000 fiscal year.1

(3) Survey approach and response rate

During July and August, 2000, a written survey
was mailed to the full database of 409 human ser-
vice agencies described above. A copy of the two-
page survey instrument is reprinted in the appen-
dix to this report. This questionnaire asked execu-
tive directors2 to provide information about them-
selves (e.g., education, years of service at the
agency, compensation level, job satisfaction/career

progression, demographic data), and about their
agency (e.g., budget size, demographic informa-
tion on staff and board of directors,
recruitment/selection process). An excellent
response rate of 58 percent was achieved.
Moreover, the budgetary and gender distribution
of the 238 respondents almost perfectly paralleled
that of the larger database of 409. Findings of sta-
tistical significance are reported in this paper.3

Multiple data sources were utilized in order to
assure that patterns uncovered were not particular
to the limitations embedded in each data collec-
tion approach or grouping. It is noteworthy that
the data sources produced complementary and
reinforcing pictures of the human service sector,
providing additional confidence in the findings
shared in this report. 

It was not the purpose of this report to engage
in a comparative labor force analysis. The data on
human service executives that we have compiled is
presented for its own value. As new United States
Census data and labor force statistics (including
new labor force figures for individuals with dis-
abilities) become available during 2001, readers
will be able to make comparisons of the data in
this report to that for the potential job applicant
pool.

________
1 In order to preserve the confidentiality of the member agency demographic data for the purpose of this research project, United Way represen-
tatives gave each agency a numerical code. Each set of agency data was then coded at United Way, and all references to the agency name delet-
ed. This system allowed the research team to match individual agency budget data to information on executive directors, board chairs, profes-
sional staff, and total board member composition, and to create a quantitative picture across agencies. The anonymity of the United Way agen-
cies was protected since the research team could not match a specific demographic agency picture to a particular agency name.
2 The terms “executive director” and “CEO” are used interchangeably throughout this document in the narrative and charts that follow.
Different nonprofit organizations choose one term or the other depending upon their organizational culture and structure.
3 Tested at the 90% level.
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Findings

For purposes of this research study, this report will
refer to the “core” human service sector in
Chicago as comprised of approximately 409 non-
profit agencies having budgets of at least
$500,000. The 409 agencies organized in the
chart below left represent annual budgets totaling
approximately $3.1 billion. 

The two additional data sources for this report
each represent groups of agencies with a total of
$1.5 billion in annual budget expenses. The bud-
get size distributions for each of these data sets
showed a similar pattern.4

It is important to recognize that the
agencies with the largest budgets repre-
sent a disproportionate amount of the
total agency budgets. For example, in
the survey respondent data, only 14
agencies (out of 233 reporting annual
budget figures) represented nearly half
of the $1,541,800,000 total budget fig-
ure for this respondent group (see chart
at bottom).

The dollar significance of these top
budgetary tiers of human service orga-
nizations necessitates careful scrutiny of
the data patterns documented for these
sub-groups of agencies.

HUMAN SERVICE NONPROFIT SECTOR IN CHICAGO 

DISTRIBUTION BY BUDGET SIZE

Agency budget size Total # % of agencies 
of agencies in category

$500,000 to $1 million 89 22%

Over $1 million – $4.99 million 198 48%

$5 million – $20 million 86 21%

Over $20 million 24 6%

Budget category undetermined 12 3%

409 100%

Source: Database of 409 Human Service Agencies Serving Chicago Residents

SURVEY DATA

DISTRIBUTION OF TOTAL AGENCY BUDGETS ACROSS BUDGET CATEGORIES

Budget size # of agencies % of agencies Budget totals % of total budgets

< $ 1 M 41 18% $    27,500,000  2%

$1 M – 4.9 M 119 51% $   246,100,000  16%

$5 M – 19.9 M 59 25% $   532,300,000  35%

$20 M + 14 6% $   735,900,000 48%

Valid N 233 100% $  1,541,800,000 100%

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000

1Sector Size: How many nonprofit
groups with budgets of at least $500,000
comprise this sector? What is the total
annual budget size of these agencies?
What picture emerges if these organiza-
tions are grouped according to budget
size categories?

The findings are based upon data from one or more of the data sources as appropriate. They are organized to address each set of research ques-
tions as listed on page 2 of this report.
________
4 For example, the distribution for the agencies that responded to the mail survey was (small to large): 18%, 50%, 25% and 6%.
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The range of graduate degree concentrations
was quite broad. Social Services (33 percent) and
Management (19 percent) were the most frequent
responses. Also listed were education, law, divini-
ty, and health.

Almost three-quarters of the respondents have
completed management courses that were not part
of a degree program. The chart below indicates
that completion of such courses is strongly related
to organizational budget. It is not known whether
the completion of management courses leads to
becoming CEO of a larger budget organization,
or whether higher budget organizations have the
resources to send CEOs to management courses.

SURVEY DATA

EXECUTIVE DIRECTOR - MANAGEMENT TRAINING (BY BUDGET)

Organizational Budget Size

Total Under $1M $1MM to 4.9MM $5MM to 19.9MM $20MM or more

Yes 72% 51% 72% 83% 92%

No 28% 49% 28% 17% 8%

Valid # 216 37 110 54 12

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000

2Characteristics of Executive
Leaders: What are the key characteris-
tics of the executive directors or chief
executive officers of these agencies? What
is the portrait of the age and education
level for these individuals?

The mail survey data provides both an expected 
as well as an encouraging picture of Chicago’s
human service agency executive directors.

The age breakdown was anticipated for a chief
executive officer position: 14 percent over 60
years of age, 48 percent between the ages of 50
and 59, and 38 percent under 50. Respondents
under the age of 50 are more likely to head the
smallest organizations and those over the age of
59 are more likely to head the largest organiza-
tions.

More noteworthy is the high level of educa-
tion documented for the group of respondents:

➣  Ninety-eight percent have completed college.
➣  Seventy-six percent indicated that they had
more than 6 years of post-high school education.
➣  Eighty percent listed one or more graduate
degrees.

Have you completed 
non-degree 
management courses?
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3Diversity of Staff Leadership: 
How diverse is the executive leadership
portrait? Are there gender, race/ethnicity,
or disability patterns that form part of
this picture? How does this compare to
the picture of those who comprise the
larger professional staff and direct-
report/managerial staff?

The chart below documents a sector in which
female and male executive directors are fairly
evenly represented. However, when budget size is
taken into consideration, the proportion of male
executive directors increases steadily as the bud-
get size grows. This pattern continues through to
the largest budget category of over $20 million
— at that budget size the proportion of male
executive directors is nearly 90 percent.

The data obtained from the United
Way/Crusade of Mercy covers agencies that were
members as of fiscal year 2000. This data docu-
ments a similar “big budget agency” gender pat-
tern to that drawn from the database of 409
agencies. The United Way data also provides
information on disability and on race/ethnicity,
expanding the understanding of diversity among
executive directors of human service agencies in
Chicago.

In reviewing the two charts on the next page,
the following aspects should be noted:

HUMAN SERVICE NONPROFIT SECTOR IN CHICAGO 

DISTRIBUTION BY GENDER OF EXECUTIVE DIRECTOR

Male Female Gender % Gender
Agency budget size exec. dir. % Male exec. dir. % Female unknown unknown

$500,000 – $1 million 38 43% 50 56% 1 1%

Over $1 million – $4.99 million 95 48% 103 52% 0 0%

$5 million – $20 million 47 55% 39 45% 0 0%

Over $20 million 21 88% 3 13% 0 0%

Budget category undetermined 6 50% 6 50% 0 0%

Subtotals 207 50.6% 201 49.1% 1 0.2%

Source: Database of 409 Human Service Agencies Serving Chicago Residents

➣  97 percent of United Way agency executive
directors are not disabled; this picture is consis-
tent across budget categories;

➣  executive directors of color represent approxi-
mately 47 percent of all United Way executive
directors; within this group, 63 percent are
African-American, 22 percent are Hispanic, 13
percent are Asian and 2 percent are Native
American;

➣  the proportion of male to female executive
directors is 51/49, but this percentage changes to
93/7 in the “$20 million budget or higher” cate-
gory.

It is instructive to compare the executive direc-
tor demographic portrait outlined above to one
for the professional/managerial staff of United
Way agencies (see chart on page 10). This staff
group could be viewed as representing a pool for
development of future executive leaders. 

The chart on page 10 illustrates that women
represent 70 percent of the professional and man-
agerial staff on average. It also shows a different
pattern for persons of color, who represent about
65 percent of the professional and managerial staff
in all except the largest budget category, where
their representation falls to 47 percent.
Individuals with disabilities continue to represent
a very small percentage of those employed.
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UNITED WAY AGENCIES

DIVERSITY PATTERNS OF EXECUTIVE DIRECTORS BY ORGANIZATION BUDGET SIZE

TOTAL Budget Budget Budget Budget
<$1M $1–4.99M $5–19.99M $20MM

SAMPLE SIZE 139 28 64 31 16

TOTAL 100% 100% 100% 100% 100%

Male 51% 43% 42% 55% 93%

Female 49% 57% 58% 45% 7%

Unclassified5 7 0 5 0 2

With disability 3% 4% 3% 3% 0%

Without disability 97% 96% 97% 97% 100%

Unclassified 5 0 4 1 0

Native American 1% 4% 0% 0% 0%

Caucasian 53% 57% 50% 43% 75%

African-American 30% 21% 25% 50% 25%

Asian 6% 7% 10% 0% 0%

Hispanic 10% 11% 15% 7% 0%

Persons of Color 47% 43% 50% 57% 25%

Unclassified 5 0 4 1 0

Source: United Way Member Agency Data

UNITED WAY AGENCIES

DIVERSITY PATTERNS OF EXECUTIVE DIRECTORS BY AGE AND ETHNICITY

TOTAL Male Female Caucasian Persons of Color

SAMPLE SIZE 139 67 65 71 63

TOTAL 100%

Male 52% 100% 52% 49%

Female 48% 100% 48% 51%

Unclassified 7 2 2

With disability 3% 2% 5% 4% 2%

Without disability 97% 98% 95% 96% 98%

Unclassified 5 1 1 0 0

Native American 1% 0% 2% 2%

Caucasian 53% 55% 52% 100%

African-American 30% 30% 28% 63%

Asian 6% 6% 5% 13%

Hispanic 10% 9% 13% 22%

Persons of Color 47% 45% 48% 100%

Unclassified 5 1 1 0

Source: United Way Member Agency Data

________

5 When the word “unclassified” appears in a United Way chart it means that an agency did not provide any data for that particular demographic
question. This might indicate that the position of executive director or board chair was unfilled at the time data was submitted, or that the
agency had not submitted any demographic data on its organization as of 9/30/00.
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Data generated from the mail survey conducted
for this “Leadership of Human Services Agencies”
research study buttresses the demographic picture
of United Way executive directors and profession-
al staff described above, and adds further nuances
to the portrait. The key findings from this survey
data are:

➣  Men are more likely to head larger organiza-
tions, and women to head smaller organizations,

with a tendency for fewer and fewer female CEOs
as the budget size increases.

➣  Ethnicity of the CEO is related to organiza-
tion size. The largest organizations (over $20 mil-
lion ) are dramatically more likely to be headed by
Caucasians (93 percent), but for organizations
under $20 million the pattern is unlike the gender
picture. Leaders of color are best represented in
the $5 – $20 million category, next best in the 

UNITED WAY AGENCIES

PROFESSIONAL/MANAGERIAL STAFF 6

TOTAL Budget Budget Budget Budget

< $1M $1-4.99M $5-19.99M $20MM +

SAMPLE SIZE 139 28 64 31 16

TOTAL 100% 100% 100% 100% 100%

Male 30% 28% 31% 31% 25%

Female 70% 72% 69% 69% 75%

Unclassified 2 1 1 0 0

With disability7 4% 7% 3% 4% 1%

W/o disability 96% 93% 97% 96% 99%

Unclassified 0 0 0 0 0

Native American 1% 3% 0% 0% 0%

Caucasian 36% 37% 33% 32% 53%

African-American 39% 39% 34% 51% 34%

Asian 7% 8% 9% 2% 5%

Hispanic 18% 13% 24% 15% 8%

Persons of Color 65% 63% 67% 68% 47%

Unclassified 0 0 0 0 0

Source: United Way Member Agency Data

________
6 This table represents the average composition of the professional staff — in other words, both large and small organizations have exactly one
“vote” in this chart. The averages do not depend upon the size of the professional staff of each organization, bur reflect the average composition
across organizations.
7 Unfortunately, the very small numbers of CEOs with disabilities precludes significant analysis within this group. It is relevant, however, to
note two findings regarding disability status: (1) Only 4% of the respondents described themselves as having a disability as defined by the ADA;
and (2) The disability question on the survey (“I have a disability as defined by the ADA: yes/no”) was the most frequently skipped item on the
questionnaire. Theories as to why people skipped this question include confusion over ADA definitions or discomfort with revealing disability
status (psychiatric disorders, HIV status, etc.).
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$1 – $5 million category, and third best in the
smallest organizations in the survey.

➣  Individuals with disabilities had a very low
representation among executive directors respond-
ing to the survey (4 percent of 213 answering the
disability question).

To further examine the issue of gender, race/eth-
nicity, and disability status within the sector, the
composition of direct-report8 management staff
was gathered through the survey instrument. This
type of question is somewhat different from the
type of data available through United Way. It
focuses on individuals in the upper level of agency
management — a place that could be viewed as
an important location for developing new CEOs
and for building succession candidates.

Respondents were asked to characterize the

proportion of direct-report managers in key
demographic categories. The data is summarized
in the large chart on page 12.

➣  On average, direct-report management staff
are 30 percent male and 70 percent female across
all organizations responding to the survey. There
is a difference by gender of the CEO, with female
CEOs having staffs that average 25 percent male,
and male CEOs having staffs that average 37 per-
cent male. Because agencies exist that have tradi-
tionally had predominantly female staffs (e.g.,
domestic violence shelters), this disparity in the
average can be expected as well. In fact, if one
simply eliminates the agencies with 100 percent
female staff, and computes the average staff com-
position, no disparity remains between female-led
and male-led institutions. (Supporting charts
available upon request.)

SURVEY DATA

EXECUTIVE DIRECTORS (GENDER AND RACE/ETHNICITY DISTRIBUTION)

TOTAL Budget Budget Budget Budget

< $1M $1-4.9MM $5-19.9MM $20MM +
Gender

Male 46% 32% 46% 52% 71%

Female 54% 68% 54% 48% 29%

Valid # 234 41 119 58 14

Race/Ethnicity

Caucasian 67% 76% 65% 59% 93%

African-American 19% 20% 20% 22% 7%

Hispanic 6% 2% 7% 9% 0%

Asian 5% 0% 7% 5% 0%

Native American 2% 2% 1% 3% 0%

Other 1% 0% 1% 2% 0%

Persons of Color 33% 24% 35% 41% 7%

Valid # 235 41 118 59 14

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000

________
8 “Direct-report” describes an individual who is supervised directly by the CEO.
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➣  On average, direct-report management staff is
comprised of 40 percent persons of color. There is
a difference, however, when these agencies are
examined according to the race/ethnicity of the
CEO. Under that lens, Caucasian CEOs have
direct-report staffs that average 28 percent persons
of color, and CEOs of color averaging direct-
report staffs that are 62 percent persons of color.
(Supporting charts available upon request.) This is
a significant disparity that may merit further
exploration.

These figures become more interesting when they
are compared with the survey data for executive
directors (see chart above right).

Direct-report staff are of interest because they
represent an easily identifiable pool of candidates
for the CEO position. The disparity between the
gender mix of this pool and the actual CEO mix
(direct-report staff is 70 percent female and CEOs
are 54 percent female) certainly merits further
investigation which is not possible within the cur-
rent data sets.

Now, considering race/ethnicity, a different
picture is seen at first glance. In fact, there is no
statistically significant difference between the

SURVEY DATA

DIRECT-REPORT MANAGEMENT STAFF 
(PROPORTIONS BY GENDER AND RACE/ETHNICITY)

Direct-report staff
Composition % of agencies % of agencies

Male Female Persons of Color Caucasian

0% 100% 20% 0% 100% 21%

10% 90% 11% 10% 90% 7%

20% 80% 14% 20% 80% 16%

30% 70% 17% 30% 70% 14%

40% 60% 10% 40% 60% 4%

50% 50% 14% 50% 50% 10%

60% 40% 4% 60% 40% 2%

70% 30% 7% 70% 30% 4%

80% 20% 1% 80% 20% 5%

90% 10% 1% 90% 10% 7%

100% 0% 2% 100% 0% 12%

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000

SURVEY DATA

EXECUTIVE DIRECTORS AND 
DIRECT-REPORT STAFF COMPARISON

CEOs Direct-Report Staff

Male 46% 30%

Female 54% 70%

Caucasian 67% 60%

Persons of Color 33% 40%

Source: “Leadership of Chicago Human Service Organizations” 
Survey Data, Summer 2000

race/ethnicity composition of direct-report staff
and CEO. It has been theorized that this may be
due primarily to the existence of a number of
nonprofits targeted exclusively to meeting the
needs of client-bases that are largely people of
color; such agencies may be pre-disposed to CEOs
and managers who are people of color. It is
unknown if the race/ethnicity composition of the
direct-report staff and CEO would look different
if these organizations could be examined separate-
ly from other agencies.

Direct-report staff Composition
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➣  The Board Chair was more likely to be male
throughout all agency budget sizes (64 percent),
and for the top two budget categories this figure
rose even higher (79 percent for agencies over 
$20 million and 73 percent for agencies in the
next largest category);

➣  The Board Chair was more likely to be
Caucasian throughout all agency budget sizes 
(60 percent), but in the highest budget category
this increased to 86 percent;

➣  Individuals with disabilities were highly
unlikely to be in the position of Board Chair.

The gender pattern documented in the chart
below did not change materially when the data
was analyzed according to the gender of the
agency’s CEO; men still predominated (see next
chart on page 14).

4Board of Director Diversity: Does
the Board leadership demographic picture
follow similar or different patterns than
that of the executive staff?

The composition and diversity patterns in board
chairs and boards of directors can be examined
using both the United Way agency data and the
survey data. 

For United Way agencies, the following picture
emerges:

UNITED WAY AGENCIES

CHAIR, BOARD OF DIRECTORS 

TOTAL Budget Budget Budget Budget

< $1M $1-4.99MM $5-19.99MM $20MM +

SAMPLE SIZE 139 28 64 31 16

TOTAL 100% 100% 100% 100% 100%

Male 64% 64% 56% 73% 79%

Female 36% 36% 44% 27% 21%

Unclassified 4 0 1 1 2

With disability 3% 7% 2% 3% 0%

Without disability 97% 93% 98% 97% 100%

Unclassified 3 0 1 0 2

Native American 0% 0% 0% 0% 0%

Caucasian 60% 54% 56% 61% 86%

African-American 20% 29% 15% 29% 0%

Asian 6% 7% 10% 0% 0%

Hispanic 14% 11% 20% 10% 7%

Persons of Color 40% 47% 45% 39% 7%

Unclassified 3 0 1 0 2

Source: United Way Member Agency Data
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The race/ethnicity pattern for Board Chairs
did change, however, when analyzed according to
the race/ethnicity of the agency’s CEO; under this
lens, 65 percent of the agencies led by CEOs of
color also had Board Chairs of color (see table at
right).

An examination of the United Way agency
data on total Board of Directors composition doc-
uments a similar pattern, although not nearly as
strong and consistent. In the charts on the follow-
ing page, percentages represent the average per-
centage distribution found within a particular
group of agencies. Once again, the charts docu-
ment that:

➣  Men and Caucasians dominate when viewed
across all United Way agencies; this becomes more
exaggerated in the largest budget category, but
does reverse itself somewhat in the lowest budget
category;

➣  Individuals with disabilities are highly unlikely
to serve on the Boards of Directors of these
human service agencies;

➣  The gender pattern was also analyzed in terms
of the gender of the agency CEO; no statistically
significant differences were identified;

➣  The race/ethnicity pattern also changes when
analyzed in terms of the race/ethnicity of the
agency CEO, with agencies having a person of
color as CEO much more likely to have people of
color serving on their Boards (65 percent).

UNITED WAY AGENCIES

CHAIR, BOARD OF DIRECTORS
(COMPARISON BY GENDER 
OF AGENCY CEO)

TOTAL Agencies led Agencies led
by Male CEO by Female CEO

SAMPLE SIZE 139 67 65

TOTAL 100% 100% 100%

Board Chair

Male 64% 68% 61%

Female 36% 32% 39%

Unclassified 7 2 1

Source: United Way Member Agency Data

UNITED WAY AGENCIES

CHAIR, BOARD OF DIRECTORS
(COMPARISON BY RACE/ETHNICITY 
OF AGENCY CEO)

TOTAL Agencies led by Agencies led
Caucasian CEO by CEO who is

Person of Color

SAMPLE SIZE 139 71 63

TOTAL 100% 100% 100%

Board Chair:

Native American 0% 0% 0%

Caucasian 60% 83% 34%

African-American 20% 9% 34%

Asian 6% 0% 13%

Hispanic 15% 9% 18%

Persons of Color 40% 18% 65%

Unclassified 7 1 2

Source: United Way Member Agency Data
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UNITED WAY AGENCIES

BOARD OF DIRECTORS (COMPARISON
BY GENDER OF AGENCY CEO)

TOTAL Agencies led Agencies led
by Male CEO by Female CEO

SAMPLE SIZE 130 66 64

TOTAL 100% 100% 100%

Board of Directors

Male 55% 61% 49%

Female 45% 39% 51%

Source: United Way Member Agency Data

UNITED WAY AGENCIES

BOARD OF DIRECTORS (COMPARISON
BY RACE/ETHNICITY OF AGENCY CEO)

TOTAL Agencies led by Agencies led by
Caucasian CEO CEO who is 

Person of Color

SAMPLE SIZE 134 71 63

TOTAL 100% 100% 100%

Board of Directors:

Native American 1% 0% 1%

Caucasian 54% 72% 35%

African-American 27% 18% 38%

Asian 7% 3% 12%

Hispanic 12% 8% 15%

Persons of Color 47% 29% 66%

Unclassified 3 1 2

Source: United Way Member Agency Data

UNITED WAY AGENCIES

BOARD OF DIRECTORS, DEMOGRAPHIC COMPOSITION 

TOTAL Budget Budget Budget Budget

< $1M $1-4.99MM $5-19.99MM $20MM +

SAMPLE SIZE 139 28 64 31 16

TOTAL 100% 100% 100% 100% 100%

Male 54% 47% 54% 55% 67%

Female 46% 53% 46% 45% 33%

Unclassified 3 0 1 0 2

With disability 3% 6% 2% 2% 0%

Without disability 97% 94% 98% 98% 100%

Unclassified 3 0 1 0 2

Native American 1% 3% 0% 0% 0%

Caucasian 54% 47% 51% 54% 85%

African-American 27% 33% 23% 38% 10%

Asian 7% 7% 11% 1% 2%

Hispanic 12% 11% 17% 8% 3%

Persons of Color 47% 54% 51% 47% 15%

Unclassified 3 0 1 0 2

Source: United Way Member Agency Data
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The data generated from the mail survey provides
additional information for an examination of the
diversity to be found on human service Boards of
Directors.9 The chart below demonstrates that:

➣  The “average” Board of Directors has a fairly
even split of men and women, with 20 percent of
the nonprofits having a 50/50 distribution, 45
percent of the agencies having Boards comprised
of 60 percent+ men, and 35 percent of the orga-
nizations having Boards with 60 percent+
women.9

➣  The “average” Board of Directors is comprised
of 35 percent persons of color. There is a differ-
ence by ethnicity of the CEO, with Caucasian
CEOs having boards that are 26 percent persons
of color, and CEOs who are persons of color hav-
ing boards that are 54 percent persons of color.
(Supporting charts available upon request.) This
disparity is far more striking than the difference
seen when examining gender representation.

It should also be noted that individuals with dis-
abilities were virtually unrepresented on the
Boards of the responding agencies. Nearly three-
quarters of all responding agencies had no one
with a disability serving on their Boards.

________
9 There is a difference by gender of the CEO, with female CEOs having boards that average 55% female, and male CEOs having boards that
average 56% male. This disparity seems relatively slight, and virtually disappears if organizations with female CEOs and over 80% female
boards are set aside.

SURVEY DATA

BOARDS OF DIRECTORS (GENDER AND RACE/ETHNICITY COMPOSITION)

Board of Directors
Composition % of agencies % of agencies

Male Female Caucasian Persons of Color

0% 100% 5% 0% 100% 6%

10% 90% 8% 10% 90% 5%

20% 80% 4% 20% 80% 5%

30% 70% 7% 30% 70% 3%

40% 60% 11% 40% 60% 2%

50% 50% 20% 50% 50% 8%

60% 40% 17% 60% 40% 8%

70% 30% 14% 70% 30% 16%

80% 20% 9% 80% 20% 15%

90% 10% 5% 90% 10% 19%

100% 0% 0% 100% 0% 13%

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000

Board of Directors Composition
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The survey gathered information on executive
directors’ salary and non-salary compensation
(defined as “including such items as bonuses,
tuition, retirement contributions made by your
organizations (not your own contributions), living
and transportation costs, special insurance bene-
fits, etc.”). Key findings include:

➣  There are strong and expected disparities relat-
ing to the size of the organization, with higher
budget organizations paying more.10

5Compensation Packages: How are
executive directors/chief executive officers
compensated? What patterns emerge 
from an examination of salary and benefit
packages?

________
10 It should be noted that the salary of the executive director, the age of the organization, and the budget size of the organization were all posi-
tively related to one another in an expected manner. That is, as one rises, so does each of the others. Further analysis of such patterns involves
attempting to determine which of the three interrelated variables has the strongest relationship with other items, usually suggesting that it (the
most strongly-related variable) is the most important variable to understand. In this study, the budget size of the organization shows the
strongest relationship to other variables in most cases, and is therefore the one reported most frequently.

SURVEY DATA

EXECUTIVE DIRECTOR SALARY (COMPARISON BY BUDGET SIZE)

Salary TOTAL Budget Budget Budget Budget

< $1M $1-4.99MM $5-19.99MM $20MM +

Under $60,000 15% 32% 17% 0% 7%

$60,000 to $74,999 17% 24% 22% 5% 0%

$75,000 to $99,000 45% 42% 52% 42% 14%

$100,000 to $124,999 12% 2% 9% 23% 14%

$125,000 or more 12% 0% 1% 30% 64%

Valid N 231 41 116 57 14

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000

SURVEY DATA

EXECUTIVE DIRECTOR NON-SALARY COMPENSATION 

Non-Salary Compensation TOTAL Budget Budget Budget Budget

< $1M $1-4.99MM $5-19.99MM $20MM +

$0 - $5,000 38% 56% 46% 20% 0%

$5,000 - $9,999 21% 20% 21% 20% 31%

$10,000 - $19,999 29% 22% 27% 43% 23%

$20,000 - $29,999 5% 2% 5% 7% 8%

$30,000 - $39,999 4% 0% 1% 9% 15%

$40,000 or more 2% 0% 1% 2% 23%

Valid N 229 41 116 56 13

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000
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➣  Disparities are also noted along gender lines,
with women more likely to earn under $100,000
and men more likely to earn over $100,000;
women are also more likely than men to have
non-salary compensation under $5,000 (see charts
below and right).

Can gender differences in compensation be com-
pletely explained by budget size? That is, within
organizations of similar budgets, do men and
women earn similar salaries? While a review of
that data does show that women do appear to
earn less on average within budget categories,
most of the sample sizes are too small to allow
tests of statistical significance (see chart below).

SURVEY DATA

EXECUTIVE DIRECTOR SALARY
(COMPARISON BY GENDER)

TOTAL Male CEO Female CEO

Salary

Under $60,000 15% 11% 18%

$60,000 to $74,999 17% 16% 17%

$75,000 to $99,000 45% 42% 48%

$100,000 to $124,999 12% 12% 11%

$125,000 or more 12% 18% 7%

Valid N 231 105 124

Source: “Leadership of Chicago Human Service Organizations” 
Survey Data, Summer 2000

SURVEY DATA

EXECUTIVE DIRECTOR NON-SALARY
COMPENSATION (COMPARISON 
BY GENDER)

TOTAL Male CEO Female CEO

Non-Salary
Compensation

$0 - $5,000 38% 32% 44%

$5,000 - $9,999 21% 22% 21%

$10,000 - $19,999 29% 28% 30%

$20,000 - $29,999 5% 10% 2%

$30,000 - $39,999 4% 5% 3%

$40,000 or more 2% 4% 1%

Valid N 229 104 122

Source: “Leadership of Chicago Human Service Organizations” 
Survey Data, Summer 2000

SURVEY DATA

EXECUTIVE DIRECTOR SALARY (GENDER COMPARISON BY BUDGET)

Headed by Male CEO Headed by Female CEO

Salary TOTAL Organizational budget size Organizational budget size

< $1M $1-4.99MM $5-19.99MM $20MM + < $1M $1-4.99MM $5-19.99MM $20MM +

Under $60,000 15% 15% 19% 0% 0% 39% 16% 0% 25%

$60,000 to $74,999 17% 31% 21% 7% 0% 21% 22% 4% 0%

$75,000 to $99,000 45% 54% 48% 33% 20% 36% 55% 52% 0%

$100,000 to $124,999 12% 0% 10% 27% 0% 4% 8% 19% 50%

$125,000 or more 12% 0% 2% 33% 80% 0% 0% 26% 25%

Valid N 231 13 52 30 10 28 64 27 4

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000
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SURVEY DATA

EXECUTIVE DIRECTOR NON-SALARY
COMPENSATION (COMPARISON 
BY RACE/ETHNICITY)

TOTAL Race/Ethnicity of CEO

Non-Salary Persons
Compensation Caucasian of Color

$0 - $5,000 38% 43% 31%

$5,000 - $9,999 21% 18% 28%

$10,000 - $19,999 29% 29% 29%

$20,000 - $29,999 5% 6% 4%

$30,000 - $39,999 4% 2% 7%

$40,000 or more 2% 3% 1%

Valid N 229 153 75

Source: “Leadership of Chicago Human Service Organizations” 
Survey Data, Summer 2000

SURVEY DATA

EXECUTIVE DIRECTOR NON-SALARY COMPENSATION (GENDER/BUDGET)

Headed by Male CEO Headed by Female CEO

TOTAL Organizational budget size Organizational budget size

< $1M $1-4.99MM $5-19.99MM $20MM + < $1M $1-4.99MM $5-19.99MM $20MM +

$0 - $5,000 38% 54% 43% 10% 0% 57% 48% 30% 0%

$5,000 - $9,999 21% 23% 25% 14% 30% 18% 18% 26% 33%

$10,000 - $19,999 30% 23% 21% 48% 20% 21% 32% 37% 33%

$20,000 - $29,999 5% 0% 9% 14% 10% 4% 2% 0% 0%

$30,000 - $39,999 4% 0% 0% 14% 10% 0% 2% 4% 33%

$40,000 or more 2% 0% 2% 0% 30% 0% 0% 4% 0%

Valid N 230 13 53 29 10 28 63 26 3

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000

A look at non-salary compensation also docu-
ments some gender disparities, but, again with
very small sample sizes (see chart above).

➣  Along ethnic/racial lines, there is no signifi-
cant income difference. Caucasians are more likely
than people of color to have the lowest non-salary
compensation (see chart at right). 

Non-Salary 
Compensation
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nicity were not found to be related to length of
time as CEO.

➣  Not surprisingly, approximately 43 percent of
the CEOs were promoted from within.

➣  Use of search firms occurred about 20 percent
of the time, with the likelihood of using such a
strategy increasing with agency budget size.11

Executive Directors were also asked to comment
on the importance of particular factors in their
own career progression. Eight factors were listed

6Selection of Executives and
Career Progression: How are execu-
tive directors/chief executive officers
selected? To what extent are search firms
utilized? Do agencies have succession plans
in place? What are the key factors identi-
fied by executive leaders as pivotal to their
move up the career management ladder? 

The mail survey data produced a range of infor-
mation about the career paths of the responding
executive directors. 

Questions were asked regarding their relation-
ship to their current organization. This was done
in order to gauge the length of their connection
to that nonprofit and to build an understanding
of the common paths to the top. Findings
include:

➣  Most executive directors were not founders,
with only 19 percent playing that role;

➣  Many have held their CEO position for over
10 years, with those in the largest budget agencies
showing the longest tenure; gender and race/eth-

SURVEY DATA

EXECUTIVE DIRECTOR 
(YEARS AT CURRENT ORGANIZATION)

Years employed by
current organization Number of CEOs

1 or less 9%

2 to 5 18%

6 to 9 19%

10 to 15 27%

16+ 27%

Valid N 236

Source: “Leadership of Chicago Human Service Organizations” 
Survey Data, Summer 2000

SURVEY DATA

EXECUTIVE DIRECTOR (YEARS IN CEO POSITION)

TOTAL Budget Budget Budget Budget

< $1M $1-4.99MM $5-19.99MM $20MM +

1 or less 15% 15% 15% 17% 7%

2 to 5 28% 44% 27% 22% 21%

6 to 9 18% 12% 22% 15% 7%

10 to 15 23% 17% 21% 27% 43%

16+ 16% 12% 15% 19% 21%

Valid N 233 41 117 59 14

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000

________
11 When search firms were used, internal agency candidates were chosen 15% of the time. (Supporting charts available upon request.)

Years as CEO at
Current Organization
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and respondents rated each one on a scale of 1 to
10 (with 10 meaning most important, and 1
meaning completely unimportant). Their answers
point largely to factors within the individual’s per-
sonal control and less to the influence of other
people or organizational support (see right):

➣  Women rated several items as more important
than did men, but the order did not change.
Within race/ethnicity categories, there were slight
order changes in the last four factors listed (man-
agement education and professional development
efforts moving ahead of connections and mentors).

The issue of succession planning was also explored.
To date, little use appears to be made of a formal
process for planning ahead for this important
agency transition decision. Organizations in the
largest budget category were more apt to have at
least informal ideas about such a process (see chart
below):

SURVEY DATA

EXECUTIVE DIRECTOR 
CAREER PROGRESSION

Factors leading to their Average rating
own career progression (on a 10-point scale)

On-the-job experience 8.3

Long-term commitment 8.0

Formal education 7.0

Ambition 7.0

Connections 6.1

Mentors 6.1

Management education 6.0

Professional development efforts 5.8 

of their organization

Source: “Leadership of Chicago Human Service Organizations” 
Survey Data, Summer 2000

SURVEY DATA

DOES AGENCY HAVE A SUCCESSION PLAN FOR FILLING CEO POSITION?

TOTAL Budget Budget Budget Budget

< $1M $1-4.99MM $5-19.99MM $20MM +

Virtually no discussion to date 42% 60% 41% 42% 7%

Informal ideas 48% 38% 48% 46% 79%

Written succession plan in place 10% 3% 11% 12% 14%

Valid N 227 40 114 57 14

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000

SURVEY DATA

EXECUTIVE DIRECTOR CHOSEN WITH ASSISTANCE FROM SEARCH FIRM

TOTAL Budget Budget Budget Budget

< $1M $1-4.99MM $5-19.99MM $20MM +

Yes 20% 13% 15% 31% 50%

No 80% 87% 85% 69% 50%

Valid N 225 39 115 55 14

Source: “Leadership of Chicago Human Service Organizations” Survey Data, Summer 2000

Organizational “thinking” about
a succession plan for the CEO

Was a search firm used during
your selection as CEO?
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7Job Satisfaction: What factors 
would lead to greater job satisfaction 
for executive leaders?

The notion of job satisfaction is important in the
context of this research for several reasons. If orga-
nizations understand what attracts and leads to
retention of current leaders then they will be able
to highlight these factors when searching for new
leadership. Knowledge about those job aspects
associated with low satisfaction could help non-
profits identify areas for improvement.
Understanding which aspects of the CEO job are
appealing and which require improvement from
the vantage point of specific demographic groups
can also inform the sector about how to improve
its diversity efforts.

Survey respondents were asked to rate twelve
aspects of their jobs on a 1 to 10 scale, where
“10” means the aspect contributes most positively

SURVEY DATA

EXECUTIVE DIRECTOR 
JOB SATISFACTION FACTORS

Average rating Importance (% who 
(on a 10-point scale) selected aspect as most

Job Aspect needing improvement)

Mission 9.3 1%

Flexibility 8.7 6%

Autonomy 8.3 6%

Programming 8.2 6%

Strategic Planning 7.5 20%

Board Relations 7.2 17%

Salary 6.5 21%

Human Resources 6.5 23%

Financial Management 6.5 20%

Board Development 5.9 37%

Opportunities for training 5.5 15%

Other Benefits 5.5 11%

Source: “Leadership of Chicago Human Service Organizations” 
Survey Data, Summer 2000

SURVEY DATA

EXECUTIVE DIRECTOR 
JOB SATISFACTION (BY GENDER)

% desiring improvement

Job Aspect TOTAL Male Female

Autonomy 6% 9% 2%

Board Development 37% 38% 37%

Board Relations 17% 10% 22%

Financial Management 20% 27% 16%

Flexibility 6% 7% 5%

Human Resources 23% 12% 31%

Mission 1% 2% 0%

Opportunities for training 11% 16% 6%

Other Benefits 15% 12% 17%

Programming 6% 7% 5%

Salary 21% 18% 24%

Strategic Planning 20% 21% 19%

Valid N 153 68 83

Source: “Leadership of Chicago Human Service Organizations” 
Survey Data, Summer 2000

to their job satisfaction and “1” means the aspect
contributes least to job satisfaction. In addition,
they were asked to circle the one or two aspects of
their job on which they would most like to feel an
improvement in job satisfaction. The average rat-
ings and relative importance are shown at left.

Just a glance at the information shows that
mission/programming and flexibility/autonomy
are very satisfying aspects of the CEO jobs. Based
on the combination of lower ratings and higher
importance, high priority areas for improvement
of CEO jobs include:
➣  Board development (highest priority)
➣  Human resources
➣  Salary
➣  Financial management
The table above examines this data by gender. It
shows that female CEOs report higher levels of
satisfaction than their male counterparts with mis-
sion, programming and financial management
(although the basic order did not change). 

Women are more likely to place higher impor-
tance on improvements in board relations and
human resources than men, while men are more
likely than women to place high importance on
autonomy, financial management, and training
opportunities. The differences in priorities for
improvement are sufficiently high that they
change the order of items for males and females.
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An Invitation: How to Use This Report to Examine 
Current Practice and Policies

The data gathered for and discussed in this report
can be used by different stakeholder groups in the
third sector. We have listed a number of questions
below as a starting point for discussions within
and among these groups.

Leaders of Human Service Agencies

Does our agency have a CEO succession plan in
place and resources to implement such a plan?

Has our agency met regularly with the CEO and
the managerial staff to discuss job satisfaction
issues and to develop a written plan to address
these issues?

Does our budget include sufficient professional
development resources to support managerial staff
as they seek to advance within our agency?

Do we make mentors available to coach and pro-
vide models for our management staff?

Could we collaborate with other nonprofit 
agencies to address recruitment and retention
questions across similar nonprofits?

Funders

Does our review of grant applications take into
consideration the agency’s approach to leadership
(existence of CEO succession plans, level of
investment in pool of managers, status of diversity
on agency’s board and staff management)?

When we examine budget information from
applicants, do we ask questions about the compet-
itive nature of salaries and benefits? Do we find
levels of compensation that could attract a highly
qualified and diverse group of job candidates?

Should we consider targeting funds for projects
that seek to improve recruitment and retention of
a diverse group of CEOs and board members?

Do our guidelines invite applications that support
professional development of nonprofit manage-
ment staff?

United Way/Crusade of Mercy

How can we put our annual data collection about
the leaders of member agencies to best use?
Should an annual report of this data be issued
regularly?

Do our membership standards assure that issues
of succession planning, and CEO recruitment and
retention receive appropriate attention and recog-
nition?

How do nonprofit agencies use United Way to
recruit, retain and train a diverse set of leaders?
Does United Way have a unique role to play in
the provision of such services?
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Educational institutions/consultants/

search firms

Can CEOs find training opportunities that
address their greatest concerns about job 
satisfaction?

Should we target middle management in human
service agencies for research to identify job satis-
faction and advancement issues, and interest in
and perception of the CEO job? 

Should we provide assistance to middle manage-
ment of human service agencies on developing
career advancement plans?

Do search firms have effective strategies for
identifying likely CEO candidates within a
human service agency?

We encourage the readers of this report
to add to the above list of policy and
practice issues, and to take positive steps
to strengthen and deepen the cadre of
executive leaders for Chicago human 
service agencies.



Survey of Leadership of Chicago Human Service Organizations

Organization name: Chief executive name: Date:

You are promised anonymity. Your name will never be associated with your responses. Your answers will be grouped with others and 
reported only as part of percentages describing the sector. 

1. DESCRIBING YOUR JOB AND CAREER

Were you a founder of the above named organization (hereafter, “this organization”)? ❍ Yes   ❍ No

How long have you been employed by this organization? ____ Years

How long have you been the chief executive of this organization? ____ Years

How many years of education did you complete after high school?  ____ Years

Which types of degrees, undergraduate or graduate, have you obtained? 

Undergraduate:  ____________________________
Graduate:   ❍ Social services    ❍ Management    ❍ Law    ❍ Health    ❍ Other_______________

Have you completed management courses that were not part of degree program? ❍ Yes   ❍ No

What is your current approximate salary? 

❍ Under $25,000    ❍ $25,000 - $39,999    ❍ $40,000 - $59,999   ❍ $60,000 - $74,999

❍ $75,000 - $99,999  ❍ $100,000 - $124,999    ❍ $125,000 - $149,999  ❍ $150,000 or more

What is the current approximate value of your non-salary compensation, including such items as bonuses, tuition,
retirement contributions made by your organization (not your own contributions), living and transportation costs,
special insurance benefits, etc.?

❍ 0-$5,000  ❍ $5,000-9,999  ❍ $10,000-19,999  ❍ $20,000-29,999  ❍ $30,000-39,999  ❍ $40,000 or more

An objective of this study is to learn about the different aspects of your job and their impact on your job satisfaction.
Please rate the following aspects of your job, on a 1 to 10 scale, where “10” means it is an aspect of your job that
contributes most positively to your job satisfaction and “1” means it is an aspect of your job that contributes least to
your job satisfaction.

Rating (write a # from 1 to 10): Rating (write a # from 1 to 10): Rating (write a # from 1 to 10):

__ Autonomy    __ Flexibility __ Programming

__ Board relations __ Human resources __ Salary

__ Board development __ Mission __ Other benefits

__ Financial management __ Strategic planning __ Opportunities for training

**NOW, please take another look at the twelve items above, and circle the ONE or TWO aspects of your job on
which you would MOST LIKE to feel an improvement in job satisfaction.

Please rate the importance of the following items in your own career progression, again using a 1 to 10 scale. If the
item was most important in your own progression, rate it a “10”, and if it was completely unimportant, rate it a “1”.

Rating (write a # from 1 to 10): Rating (write a # from 1 to 10): Rating (write a # from 1 to 10):

__ Ambition __ Long-term commitment __ On-the-job experience

__ Connections __ Management education __ Professional development efforts

__ Formal education __ Mentor(s) of your organization

If you have other comments you would like to make about leadership retention or attraction, feel free to write them
on an extra sheet of paper and enclose them with the survey. Please turn the page to complete the survey.

© 2001 Linda Lipton and Carol White



Survey page 2 — survey begins on other side of this page

© 2001 Linda Lipton and Carol White

Instructions for returning the survey

Please return the survey to:
Linda Lipton, Research Director, Leadership Survey
2515 Orrington Avenue
Evanston, Illinois  60201-2427

If you have questions, feel free to call or email:  
Linda Lipton, 847-864-8561, liptonNPO@aol.com
Carol White, 847-475-6202, Carol@cbwhite.com

2. DESCRIBING YOUR ORGANIZATION

Age of this organization?        ❍ <5 years     ❍ 5-9 years      ❍ 10-19 years      ❍ 20-39 years      ❍ 40 years+ 

Approximate total budget for the most recently completed fiscal year? $ ____, __00,000

What is the current size of your governing board?  ❍ <10        ❍ 10-25        ❍ >25

Circle the approximate % of your board who are male. 0   10   20   30   40   50   60   70   80   90   100

Circle the approximate % of your board who are people of color. 0   10   20   30   40   50   60   70   80   90   100

Circle the approximate % of your board who are disabled.  0   10   20   30   40   50   60   70   80   90   100

How many times per year does your Board meet? _______

How many management (mgt.) staff people now report directly to you? _______

Circle the approx. % of direct-report mgt. staff who are male. 0   10   20   30   40   50   60   70   80   90   100

Circle the approx. % of direct-report mgt. staff who are people of color. 0   10   20   30   40   50   60   70   80   90   100

Circle the approx. % of direct-report mgt. staff who are disabled. 0   10   20   30   40   50   60   70   80   90   100

3. LEADERSHIP RECRUITMENT AND SELECTION PROCESS

How many different people have held the position of chief executive in your organization 

during the past twenty years?   _________

Were you promoted from within the organization for the job of chief executive? ❍ Yes   ❍ No 

Was as an outside search firm used during your selection process?   ❍ Yes   ❍ No

If yes, please tell us the name of the firm:   ___________________________________________

Please suggest the name of a Board member from your selection committee who might be willing 

to discuss the selection process:   ___________________________________________

Which one of the following statements comes closest to describing your organization’s level of thinking about a succes-
sion plan (that is, how your position would be filled when it becomes open)?

❍ There has been virtually no discussion of succession planning.

❍ There are informal ideas about a succession plan.  

❍ There is a written succession plan.

4. CLASSIFICATION DATA

My age is:  ❍ under 30 ❍ 30-39 ❍ 40-49 ❍ 50-59 ❍ 60-69 ❍ 70 or over

I am: ❍ male ❍ female

My race/ethnicity is: ❍ Native American      ❍ Asian     ❍ African-American     ❍ Hispanic     ❍ Caucasian     ❍ Other 

I have a disability as defined by the ADA:    ❍ Yes   ❍ No
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