SOCIAL IMPACT
STAFF RETENTION 2025

Findings from the second survey on nonprofit
staff satisfaction

First launched in 2024, the Social Impact Staff Retention project collects
data on nonprofit worker engagement.

Respondents in the United States are asked whether they are seeking
new jobs (or will be over the next year), whether they are not, and the
reasons why.

This second annual survey delves into key areas such as job search
intentions, tenure, and the scope of work, while also exploring whether
professionals plan to remain within the nonprofit field or seek
opportunities elsewhere.

To deepen the research, survey findings were shared with nonprofit CEOs
and other decision-makers for their reflections. Their insights shed light
on sector challenges and potential solutions for staff retention. This
report features feedback from these leaders, offering valuable
perspectives on key trends and strategies to strengthen retention efforts.
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Authors’ Note

We release SISR 2025 amidst a deeply challenging socio-political and
economic moment in the social sector. During our careers we have seen
unprecedented (aren't you tired of that phrase?) times before.
However, to both of us, this is a pace—and frequency—which feels at
once uncharted and paralyzing.

Yet, despite these obstacles, we believe in the power of data.

Even in the most difficult of times, nonprofiteers need access to robust,
actionable information to make informed decisions. The challenges
uncovered in this report preceded the current moment, and, left
unmitigated, may follow them as well.

Nonprofit statf are the lifeblood of our sector. In the United States, that’s

nearly 13 million of you. We hope this report plays a small part in driving
meaningful change—for each and every one of you and those you serve.

— Michelle Flores Vryn & Evan Wildstein


https://www.bls.gov/opub/ted/2024/nonprofits-accounted-for-12-8-million-jobs-9-9-percent-of-private-sector-employment-in-2022.htm#:~:text=In%202022%2C%20over%20300%2C000%20nonprofit,percent%20of%20private%2Dsector%20employment.

Nonprotit employees in the U.S. were asked about job

satisfaction. Here's what we uncovered...
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KEY FINDINGS

Nonprofiteers are on the hunt for new jobs, still.

The vast majority of nonprofit employees (67%) plan to seek their next job in
2025. While a slightly lower figure than in 2024 (74%), both years’ data suggest
high potential departures in all corners of nonprofit life. In both years, social
sector staff were looking at a higher rate than all-industry averages—for 2025,
estimates of 48% and 56% of all workers are looking, down from 65% in 2024.
While the overall job market may appear to be cooling, it’s concerning to see
how nonprofits fare across the whole of the workforce.

What we heard

Where to focus
from respondents

« Across all industries, including
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old ways rather than em[omcing « Determine your level of
organizational slack. Engage in
discussions with team members to
pinpoint opportunities for task
younger (45 and under) redistribution and introduce flexible
non/orofi%eers. ' time for innovation.

newer s*rmtegies and 7Lechno/09ies.
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https://www.bankrate.com/banking/american-job-seekers-survey/
https://www.cnbc.com/2024/12/29/how-to-find-career-success-in-2025-from-a-professor-and-author.html
https://www.zippia.com/advice/career-change-statistics/
https://www.gallup.com/workplace/655817/people-need-leaders.aspx

KEY FINDINGS

Who is most at risk?

A staggering 92% of nonprofiteers in arts and culture report they are seeking
new jobs, outpacing all other nonprofit sectors and mirroring last year’s findings
(93%). Other industries with high projected employee departures include
social/human services (71%), health care (66%), and advocacy (60%). As in
2024, four key job categories show the highest likelihood of turnover over the
next year: marketing (81%), programs (71%), fundraising (67%), and
administration/operations (64%).

The data also suggest systemic challenges for the entire sector. Nearly one-
quarter (24%) of all respondents say they are rarely, if ever, fulfilled by their
work. Of those looking to leave their current roles, only 32% plan to definitively
stay in the nonprofit field—a drop from 35% in 2024. The remaining 68%
expressed uncertainty or a desire to exit the sector altogether.

What we heard

Where to focus

from respondents

« Bosses, talk with direct reports
and teams about incorporating
meaningful, fulfilling work into their
routine. Focusing 20 percent of
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of work-life, then, this changing
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cluic/e/-(j moving backwards.

| wonder, in this new rea/i?t_tf, if our
cultural organiza*ions are fee/ing a

fear of being loud rigH now.

time this way—one day per week—
will stave off burnout and grow
results. Companies like 3M and
Google have done this, leading to
widely used innovations like Gmail,
Google Translate, and more.

Encourage colleagues to join new
projects outside their expertise or
lead fresh initiatives the nonprofit
has not attempted.


https://www.hopkinsmedicine.org/news/articles/2017/03/tips-for-tackling-physician-burnout
https://www.hopkinsmedicine.org/news/articles/2017/03/tips-for-tackling-physician-burnout
https://gobeflo.com/blogs/news/the-20-rules-impact-on-innovation

KEY FINDINGS

A delicate balance: flexibility, support, and growth.

For the second year in a row, remote/hybrid flexibility is the top reason
employees stay in their jobs—78% in 2025, 82% in 2024. As return-to-office
mandates gain traction, including a recent presidential order, nonprofits have an
opportunity: if higher pay isn’t feasible, flexibility is a powerful retention tool.

Other top reasons employees are staying: mission alignment* (74%), a
supportive work environment (71%), and adequate pay/benefits (63%).

The leading reason nonprofiteers seek new jobs remains “too much
responsibility, not enough support” (569% in 2025, 58% in 2024) underscoring
ongoing workload equity issues. Other factors: lack of growth opportunities
(54%), poor management (52%), and inadequate pay/benefits (50%).

* This response was a new addition for 2025

What we heard

Where to focus
from respondents

« Unsure how to begin talking about
remote/hybrid work? Start at the
beginning.

“ [ love my organizmtion and the
work, but ['m stretched too thin

WI?Lh 7L00 few resources 7LO be < Al (llke meeting transcript

summarizers) and volunteer
platforms like Catchafire can help
nonprofits streamline tasks, reduce
staff workload, and more.

successtul ['m increc/ib/y burnt out

and /ac/eing n crea*iwﬁty. '

“ In my last organizmtion, the CEQ

was insecure and ook an
conversation about 'growﬂ)' as a
threat to their /eao/ership. As such,

none 07( us COM/CI grow... So VY)OS7[ 07[

us left”

« Have staff complete an exercise
to understand their motivations.
Also, ask them what job(s) they’re
interested in; then work together to
build the necessary skills to be
ready for that job.



https://www.forbes.com/sites/rachelwells/2025/01/22/trump-signs-rto-order-whats-happening-to-remote-jobs-in-2025/
https://envoy.com/workplace-management/what-is-a-hybrid-work-model#section-hybrid-work-best-practices-and-how-to-adopt-a-hybrid-work-model
https://envoy.com/workplace-management/what-is-a-hybrid-work-model#section-hybrid-work-best-practices-and-how-to-adopt-a-hybrid-work-model
https://support.zoom.com/hc/en/article?id=zm_kb&sysparm_article=KB0058013
https://www.catchafire.org/about/
https://www.thenonprofiteers.com/s/All-About-Me-template.pdf

KEY FINDINGS

Compensation improvements... underway?

In 2025, half of respondents (50%) said their compensation and benefits
motivated them to seek new jobs, compared to 57% in 2024. This drop might
suggest organizations are making efforts—or being perceived as doing so—to
improve their competitiveness. These changes could help address workforce
sustainability and support long-term viability.

What we heard

from respondents

“ We considered increasing our
salaries fo match the Proposea/
federal minimum increase in 2023
However, when those increases did
not hapluen, we decided 1o match
our salaries to local cost-of-livin
minimums instead Staff were
alppreciaﬁve we at least tried

some?%ing. '

“ Love myjob, love my smaill
nonlnroﬁvt, love the Peo/p/e and
f/exibi/hty. | also have three children
who are not schoo/—agea/, and the
cost of s*aying at myjob and
childcare means | need 1o seek

h/'gher comlpensa*ion. '

Where to focus

« Optimize costs by shifting print
materials to digital, cutting unused
services, seeking nonprofit
discounts, and reconsidering free
swag as an expense-saver.

« If your organization is small
enough where HR or administrative
staff functions are not feasible—or
would be a big strain on the
budget—consider partnering with a
professional employer
organization like ADP or Insperity.

« If you have a physical space you
cannot leave, try to lease (or sub-
lease) some of it to other
organizations for a reasonable fee.
If you have staff with knowledge
others will pay for, offer their
expertise to other organizations in a
fee-for-service model.


https://www.techsoup.org/
https://www.techsoup.org/
https://genesishrsolutions.com/peo-blog/peo-nonprofit/
https://genesishrsolutions.com/peo-blog/peo-nonprofit/

FEEDBACK FROM KEY
DECISION-MAKERS

Sharing the 2025 results with nonprofit CEOs and other decision-makers
sparked discussions on staff retention, offering valuable leadership
perspectives on sector-wide challenges and solutions. These conversations
provide insight into how leaders are addressing retention and working toward
more sustainable workplaces for their staff.

What we heard from CEOs and leaders
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are, we re never gOng 7L0 so/ve

re*emtlon Issues.



ABOUT SISR 2025

In the fall of 2024, working through social networks and directly with nonprofit
organizations and their employees, the Social Impact Staff Retention (SISR)
survey was administered online. Responses were collected from a random
sample of nonprofiteers across the United States (n=304). SISR participants
were CEO/founders, IT professionals, fundraisers, marketers, and beyond—no
one group held a majority. Responses came from a range of experiences as
well, from fewer than 5 years working in nonprofits to more than 30. The survey
collection was kept anonymous to optimize results.

The inaugural SISR survey findings (2024) are available here.
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Concerned with the health of the social sector, Evan has spent over two
decades building sustainable nonprofit organizations through fundraising,
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Fundraising _Field Guide, and SISR are small ways he works to improve the well-
being of nonprofiteers everywhere.
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