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$500K – $999.9K $1M – $9.9M $10M – $24.9M $25M–$49.9M $50M+
$68,939/$71,808 $97,279 /$101,136 $146,977/$152,774 $219,024/$214,948 $286,970/$293,491 
$48,012/$48,441 $65,779 /$68,923 $94,642/$93,817 $130,143/$125,243 $173,961/$169,360 
$44,163/$43,949 $58,358 /$60,456 $67,877/$69,237 $94,598/$91,054 $126,206/$118,837 
$46,123/$46,369 $61,539 /$64,650 $83,083/$84,392 $96,294/$98,733 $142,898/$133,939 
$41,500/$43,056 $62,709 /$61,983 $43,631/$47,572 $76,540/$74,171 $98,098/$99,241
$37,400/$39,680 $56,349 /$57,498 $60,725 /$62,188 $67,137 /$72,960 $94,743 /$99,232
$36,393/$38,067 $53,954 /$53,308 $60,656/$63,396 $94,156/$81,778 $104,598/$93,469 
$30,640/$33,862 $37,652 /$39,047 $41,415/$44,107 $48,750/$47,227 $76,661/$80,413 

no responses $46,569 /$46,926 $64,060/$64,659 $61,540/$57,492 $78,878/$80,150
$42,981/$43,524 $52,056 /$53,158 $64,545/$65,148 $78,389/$81,341 $108,660/$111,655

SALARY SURVEY

d-Atlantic South
$104,606
$71,585
$62,195
$62,735
$70,833
$68,750
$59,170
$37,516
$48,938
$57,967

Central
$99,078
$71,473
$53,942
$57,037
$58,633
$50,000
$47,565
$33,990
$47,691
$49,706

North Central
$100,543
$75,106
$57,720
$67,170
$57,178
$62,835
$68,796
$35,924
$48,781
$60,423

Southwest
$113,874
$82,075
$57,618
$73,058
$85,138
$96,793
$57,659
$38,513
$59,717
$66,227

West
$106,345
$79,416
$64,579
$65,936
$73,838
$59,336
$57,504
$42,704
$56,461
$57,118
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Who’s Next? 
Getting ready for a
transition at the top
By Mark Hrywna

Three out of every four participants in The Non-
Profit Times 2007 Salary Survey indicated their organi-
zation does not have an executive succession plan, and
fewer than 4 in 10 are in the process of creating a plan.

Although this year’s figures have improved slightly
from last year’s 82 percent negative response to the
question, the results are not surprising to Deborah
Hechinger,president and CEO of BoardSource in Wash-
ington, D.C. Finding organizations without a succes-
sion plan is not uncommon, she said. Short of a crisis,
succession planning can easily tumble to the bottom of
the priority list for organizations.

“It’s important for nonprofit boards to think about
the fact that they govern their institutions through the
chief executive. And so ensuring that there is a good
chief executive in place, that the chief executive is su-
pervised, appropriately compensated, are all keys to
success,”Hechinger said.

“Even when you know CEOs are successful, there’s
going to come a time for all organizations when there’s
going to be a change in the organization at the CEO
level and so it’s important for nonprofit boards to pre-
pare for that by designing a succession plan of some
kind,”Hechinger said.

There are two types of succession plans: a short-
term emergency plan to deal with unexpected situa-
tions, and a longer term succession policy,which states
the process a board will follow in the event of a formal,
planned change in leadership.

“It’s always critical for nonprofit boards to be think-
ing about the leadership component of their organiza-
tion because that’s the way things get done,”Hechinger
said, but it’s going to be particularly important during
the next five to 10 years because demographics indi-
cate a change in leadership in the sector. “The Baby
Boom generation is aging, and as they age some of
them will be thinking about retirement. As more of
them retire, there’ll be more leadership opportunities
in the nonprofit sector,” she said.

The nonprofit sector itself also is growing rapidly,
having increased by almost a third during the past 10
years, Hechinger said. With aging demographics and
the projected shift in resources from individuals of the
World War II generation giving money to charities as
they pass on,“there will be even more opportunity for
greater numbers of charitable organizations.”

Some boards might shy away from succession plan-
ning for fear that the chief executive might now think
about leaving when that hadn’t already been consid-
ered. Also, if not handled appropriately, a discussion
about succession planning can head into the wrong
direction.

“There’s a fine line between discussing succession
planning as part of your strategic planning for the orga-
nization on the one hand, and a confusing set of mes-
sages to the chief executive on the other about
whether or not his or her performance is appropriate,
and they are not the same thing,” Hechinger said.“It’s
very important for boards to understand the difference

Some boards might shy away from 
succession planning for fear that 

the chief executive might now think
about leaving when that hadn’t 

already been considered.

$123,966 salary.Average salaries for both are expected
to rise from 2006 to 2007, but more for males (1.65
percent) than for females (0.6 percent.), though nei-
ther will keep up with inflation.

The only place where average female salary ex-
ceeded average male salary for executive directors was
among nonprofits in the $25 million to $49.9 million
budget range. It also was the lone category in which
males saw their average salary decrease (-8 percent)
while females saw an increase (6.75 percent).

For women, average executive directors’ salary in-
creases were smallest (less than 2 percent) among
nonprofits with budgets of less than $1 million, but
two to three times as much for men in the same cate-
gory.The only category where average salaries for fe-
male directors decreased (7 percent) was in the $50
million or more, but there were only a total of 8 re-
sponses.The largest increase for females (8 percent)
was among nonprofits with budgets of $10 million to
$24.9 million.

The male-female split for CEOs was 55 percent male
to 45 percent female among 439 respondents to that
particular question; a swing back to the men after the
ladies reported a 52 percent majority in the 2006
Salary Survey.

BONUS? NO THANKS
One in five respondents pay performance-related

bonuses to top executives, with almost 78 percent in-
dicating they do not.Even fewer (15 percent) said they
would consider a one-time bonus to the right candi-
date if they had to recruit someone this year, with the
remaining responses either unsure (42 percent) or def-
initely not (43 percent).

“Smaller organizations have less f lexibility to do
that,” Mannion said, with less money to spend on
salaries in general.Within the last year, larger organi-
zations have been willing to include performance-
based bonuses in executive contracts that are “tied to
very explicit expectations that are tied generally to a
time frame as well,” she said. Executives at larger orga-
nizations are becoming eligible for certain bonuses
based on following objectives and goals, she said.“It’s
very true in the case of expecting to be a change
agent of sorts.”

Of the few nonprofits that do give a performance-
related bonus, the most likely person to get it is the
chief executive, with an average bonus of 9.14 per-
cent of their salary. Others who might get a bonus are
the chief financial officer, 7.6 percent of salary; devel-
opment director, 6.02 percent, and program director,
5.74 percent.

In response to what benefits organizations offer
their executives, the most popular responses were
salary increases and professional development educa-
tion, followed closely by life insurance and cell phone,
as well as membership dues.Other responses included
expense allowance, tuition reimbursement, as well as a
car and extra vacation. (See the related story.)

For general management staff, salary increases
are based on merit increases (23 percent) or gen-
eral increases (34 percent), but in most cases both
(44 percent).

Most organizations (72 percent) expect employee
health insurance premiums to rise in 2007, while only
one in 10 does not.The rest either don’t know if they’ll
have a premium hike (11 percent) or do not offer
health insurance benefits (6 percent).The average pre-
mium hike among survey participants is expected to
be 11.4 percent, with a low of 1 percent and a high of
40 percent.

Some organizations expect to shop for lower premi-
ums or make changes in benefits levels, but most will
split the cost of any increases with their employees to
varying degrees. On average, employees pay 35 per-
cent of the increase in health insurance premiums. NPT
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Overall Average <$500,000 $500K – $999.9K $1M
Executive Director / CEO / President $54,382/$56,425 $68,939/$71,808 $97
Chief Financial Officer $28,480/$38,173 $48,012/$48,441 $65
Program Director $31,919/$33,203 $44,163/$43,949 $58
Development Director $33,890/$33,493 $46,123/$46,369 $61
Planned Giving Officer NA/NA no responses $41,500/$43,056 $62
Major Gifts Officer NA/NA no responses $37,400/$39,680 $56
Chief of Direct Marketing $30,287/$30,819 $36,393/$38,067 $53
Director of Volunteers $24,445/$25,484 $30,640/$33,862 $37
Webmaster $27,067/$34,140 NA/NA no responses

Director of Human Resources $40,682 /$41,431 $42,981/$43,524 $52

$111,501/$112,899
$82,989/$82,739
$61,858/$62,727
$71,455/$71,825
$69,263/$69,536
$69,688/$70,650
$64,765/$62,173
$39,727/$42,180
$55,291/$55,922
$64,749/$65,330

Executive Director / CEO / President
Chief Financial Officer
Program Director
Development Director
Planned Giving Officer
Major Gifts Officer
Chief of Direct Marketing
Director of Volunteers
Webmaster
Director of Human Resources

National
AVERAGES Average Salary By Budget Size
2006/2007

Regional
AVERAGES
2006 New England

$104,626
$86,945
$60,225
$81,448
$69,273
$96,790
$75,167
$44,318
$49,967
$77,967

Mid-Atlantic
$130,448
$95,974
$66,987
$85,062
$73,278
$75,019
$71,142
$45,610
$62,108
$76,312
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Average Female CEO
$96,698

Average Male CEO
$126,014

Male and Female
2006 and 2007 Average

CEO Salary Range

123,966 126,014

MALE
CEO

2006 & 2007

96,637   96,698

FEMALE
CEO

2006 & 2007

2006

2007
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