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of challenges in obtaining funding and managing 
their finances. They are also more likely to have fi-
nancial components in place to track and manage fi-
nancial circumstances, most likely because govern-
ment tends to require extensive reporting. Nonprofits 
that rely on donations for more than half of their re-
sources are more likely than those with other fund-
ing profiles to have financial reserves dedicated to 
capital or maintenance needs. Nonprofits that rely 
mainly on dues, fees and sales or on special events, 
sources that come with few external strings attached, 
appear to face the lowest levels of management chal-
lenges, but also have the fewest financial tools in 
place with which to monitor their financial health.  

 
• Age matters, but not much: The age of nonprofits is 

primarily important when it comes to having finan-
cial reserves – older nonprofits are more likely to 
have such reserves to meet maintenance and equip-
ment needs or for capital needs. 

 

III. MANAGING HUMAN 
RESOURCES 
 
Nonprofit field is related to staff size, but not to chal-
lenges in managing human resources or recruiting/re-
taining qualified staff or to whether nonprofits have key 
components in place by which to manage paid employ-
ees (written personnel policies, job descriptions). Larger 
nonprofits, and those that rely mainly on government 
funding, are more likely to face challenges in managing 
employees than other types of nonprofits, but also to 
have basic structures in place by which to do so. Volun-
teers are vital to Indiana nonprofits. Almost three-
fourths report using volunteers over the past year and 
three-fourths of these say volunteers are essential or 
very important to them. Volunteers tend to be more im-
portant to older nonprofits than younger ones. Few non-
profits have volunteer recruitment (22 percent) or train-
ing (27 percent) programs. 
 
We began this report by exploring the financial re-
sources of Indiana nonprofits because such features set 
the context for a variety of challenges nonprofits face in 
managing their resources – financial, human, and pro-
grammatic. Financial resources also influence whether 
and how nonprofits secure the capacity to address chal-
lenges. Adequate financial resources can facilitate – just 
as inadequate resources can constrain – the roles and ac-
tivities of paid staff, volunteers, and boards of directors 
in their efforts to fulfill organizational missions. 
 
In this chapter we explore the challenges Indiana non-
profits face in managing their human resources – paid 
staff, volunteers, and board members. Each of these 
three groups has a special relationship with the organiza-
tion. For each group we first examine key indicators of 
the extent to which Indiana nonprofits rely on the par-
ticular group, we then detail the challenges nonprofits 
encounter in securing and retaining access to such indi-
viduals, and finally we describe the extent to which Indi-
ana nonprofits have key components in place by which 
to manage the relationships. We explore variations in 
each of these domains by nonprofit field, total revenues, 
funding profile, and age.  
 
Paid staff. Only about half (52 percent) of Indiana non-
profits employ full or part-time workers. Of those with 
any employees, 81 percent have a paid executive direc-
tor. But while there is a wide range in the number of 
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employees, most employ relatively few staff: 50 percent 
have less than 3 full-time equivalent employees (FTEs15) 
and 75 percent have less than 12 FTEs, while only 8 per-
cent have more than 50 FTEs. Overall, Indiana nonprof-
its with paid staff employ an average of 49 full-time 
workers and 16 part-time workers, but the medians are 
much lower: half have only 3 or fewer full-time workers 
and 3 or fewer part-time workers (not necessarily the 
same nonprofits).  
 
• Nonprofit field: The prevalence, type, and size of 

paid staff vary significantly by nonprofit field. 
 
• Any paid employees: The great majority of nonprof-

its in the religion and health fields have paid staff 
(82 and 80 percent respectively), compared to a third 
or less of public and societal benefit (35 percent), 
arts, culture, and humanities (34 percent) and mutual 
benefit (29 percent) nonprofits. See Figure 85. 

 
Figure 85: Percent of Indiana nonprofits with paid staff by 

nonprofit field (n=2,089). 
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• Paid executive director: Of the 52 percent of Indiana 

nonprofits with paid employees, the great majority 
(81 percent) have a paid executive director, but the 
percent ranges from a high of 92 percent of educa-

                                                           
15 We computed the number of paid FTE staff by summing the 
number of full-time plus one-half the number of part-time em-
ployees reported by respondents. It is only a rough estimate of 
actual staff capacity, since some part-time staff may work al-
most at the full-time level and others very few hours per 
month. Respondents are asked to report both the number of 
full-time and part-time employees; however, in cases where 
they reported only the number of full-time or only the number 
of part-time employees, we assumed that the non-reported 
value was zero for purposes of calculating the total FTE staff. 

tion nonprofits to a low of 34 percent for mutual 
benefit nonprofits. See Figure 86. 

 
Figure 86: Percent with paid executive director of those 

with any paid staff by nonprofit field, Indiana 
nonprofits (n=1,126). 
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• Number of FTEs: Although the number of FTEs is 

quite small for most of Indiana nonprofits with paid 
staff, there are major differences by nonprofit field. 
See Figure 87. 

 
Figure 87: Size of FTE staff for nonprofits with paid staff 

by major field, Indiana nonprofits (n=1,100). 
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─ Among nonprofits with a paid staff, health and 

education nonprofits are the most likely to report 
having relatively large FTE staffs, with respec-
tively 32 and 24 percent reporting more than 50 
FTE staffs.  

 
─ Although nonprofits in the religion field are 

more likely to have paid staff than other types of 
nonprofits, almost half of those with paid staff 
have 2 or fewer FTEs.  
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• Number of full and part-time staff: In general, when 
looking at full and part-time staff separately rather 
than combined in the FTE measure, there is a strong 
positive correlation between the number of full-time 
and part-time employees: nonprofits with many of 
the former also have many of the latter (ρ=.82 for 
size categories of full-time and of part-time employ-
ees).  

 
─ This relationship – while still positive – is much 

weaker for nonprofits in the mutual benefit field 
(ρ=.20) suggesting that some of these nonprofits 
may trade-off part-time employees for full-time 
staff (or vice versa).  

 
─ Religion nonprofits tend to have more part-time 

than full time employees. Almost three-fourths 
(73 percent) have more than 2 part-time employ-
ees while less than half (47 percent) have at best 
one full-time employee. A similar pattern holds 
for nonprofits in the environment and animal 
field. See Figure 88 and Figure 89. 

 
Figure 88: Number of full-time employees for Indiana 

nonprofits with at least some paid employees 
by major field (n=976). 

0%
10%

20%
30%

40%
50%
60%

70%
80%
90%

100%

Edu
ca

tio
n

Hea
lth

Hum
an

 S
erv

ice
s

Arts
/C

ult
ure

Pub
lic 

Ben
efi

t

Env
./A

nim
als

Reli
gio

n

Mutu
al 

Ben
efi

t
Tota

l

No Full Time
Employees

1 FT

2 - 5 FT

6 - 15 FT

16 - 50 FT

51 - 100 FT

Greater than
100 FT

 
─ These relationships are complicated by the fact 

that relatively few nonprofits have most of the 
paid nonprofit employees, especially full-time 
staff. To clarify the relationship, we computed 
the average and median number of employees by 
nonprofit field As Table 1 shows, nonprofits in 
the fields of environment and animals and relig-
ion seem to be more dependent upon part-time 
than full-time employees. The median environ-
ment and animal nonprofit employs 10 part-time 
but only 3 full-time workers, the median religion 

nonprofit employs 3 part-time but only 1 full-
time workers.  

Figure 89: Ranges of part-time employees for Indiana 
nonprofits, with at least some paid employees, 
by major field (n=928). 

0%

10%

20%

30%

40%

50%
60%

70%

80%

90%

100%

Edu
ca

tio
n

Hea
lth

Hum
an

 S
erv

ice
s

Pub
lic 

Ben
efi

t 

Arts
/C

ult
ure

Reli
gio

n

Env
./A

nim
als

Mutu
al 

Ben
efi

t
Tota

l

No Part Time
Employees

1 PT

2 - 5 PT

6 - 15 PT

16 - 50 PT

51 - 100 PT

Greater than
100 PT

 
Table 1: Mean and median number of full-time and part-

time employees for Indiana nonprofits with 
paid employees by major field (total full-time 
n=976, total part-time n=928). 

Full-time Part-time 
Nonprofit Field Average Median Average Median 

Health 378 6 68 5 

Education 105 17 65 3 

Human services 54 4 15 3 

Arts/culture 11 5 8 2 

Mutual benefit 11 4 2 1 

Environment/animals 10 3 14 10 

Public/societal benefit 8 2 5 2 

Religion 7 1 6 3 

Total 49 3 16 3 
 

─ Health nonprofits have the highest average 
number of full-time staff (378) followed by edu-
cation nonprofits (105), but the median educa-
tion nonprofit has more full-time employees 
than the median health nonprofit (17 vs. 6 full-
time employees). 

 
• Size: As expected, size of revenues is closely related 

to paid staff. The vast majority of nonprofits with 
revenues of $100,000 or more have at least some paid 
staff and as revenues increase so does the number of 
paid FTEs (See Figure 90). This is largely because 
nonprofits with more revenues can hire more staff and 
because those with paid staff must have the revenues 
to meet the payroll. However, larger nonprofits are 
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also likely to be more complex and require access to 
people with specialized skills on a more constant ba-
sis than most volunteers can provide. 

 
Figure 90: Number of FTEs by total revenues (n=1,634). 
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• Funding profile: Nonprofits that rely mainly on 

funding from government or donations, or that have 
multiple sources of funding, are more likely to have 
paid employees than those that rely mainly on dues, 
fees and sales or on special events for more than half 
of their revenue (See Figure 91). This is partly be-
cause there are corresponding differences in total 
revenues, but may also reflect the need for staff to 
manage the complex work involved in securing gov-
ernment and donation funding.  

 
Figure 91: Number of FTEs by funding profile, Indiana 

nonprofits (n=1,893). 
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─ Almost three-fourths of nonprofits that rely 

mainly on government (72 percent) or donations 
(74 percent) have some paid staff; so do over 
half (55 percent) of those that rely on a mix of 
funding. A quarter of nonprofits that rely mainly 
on government funds have over 50 FTEs. 

─ Only a third or less of nonprofits that rely on 
mainly on dues, fees, and sales (37 percent) or 
on special events (28 percent) have some paid 
employees. 

 
• Age: In general, older nonprofits are more likely to 

have paid employees and to have more employees 
than younger ones, although we don’t know whether 
that is because those with paid staff are more institu-
tionalized and therefore more likely to survive, or 
whether older nonprofits have more predictable re-
source relationships and therefore are more likely to 
secure paid staff. See Figure 92.  

 
Figure 92: Number of FTEs by age, Indiana nonprofits 

(n=1,899). 
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─ A majority of nonprofits founded after 1980 do 

not have any paid staff while a majority of those 
established prior to 1980 do, including 68 per-
cent of those founded before 1930 (the highest 
percent of any age cohort). Those founded in the 
1960s have the highest percent with more than 
50 FTEs (8 percent). 

 
Labor intensity16: Few nonprofits purchase “raw materials” 
or goods for resale, so it is not surprising that those with paid 
staff may devote significant shares of total expenses to pay 
wages, salaries and related benefits. Of course, some non-
profits (e.g., those in the health, education, and arts, culture 
and humanities fields) also incur significant expenses related 
to facilities, supplies, and equipment.  

                                                           
16 We define nonprofits as very labor intensive if staff com-
pensation absorbs over 75 percent of total expenses, as some-
what labor intensive if it absorbs 50-74 percent, as not very 
labor intensive if it absorbs 25-49 percent, and as not at all la-
bor intensive if it absorbs less than 25 percent of total ex-
penses. 
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• Overall: About two-fifths (37 percent) of Indiana 
nonprofits with any paid staff at least somewhat la-
bor intensive (e.g., allocate half or more of total ex-
penses to staff compensation), including 7 percent 
that are very labor intensive (e.g., compensation ac-
counts for three-fourths or more of total expenses). 
At the other extreme, about one-sixth (16 percent) 
are not at all labor intensive in that they spend less 
than one-quarter of their total outlays on employee 
compensation (See Figure 93). These patterns vary 
by nonprofit field and funding profile. 

 
Figure 93: Degree of labor intensity (staff compensation 

as percent of total expenses), Indiana 
nonprofits with paid employees (n=808). 
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• Nonprofit field: Nonprofit fields vary significantly in the 

extent to which they are labor intensive. See Figure 94.  
 
Figure 94: Percent with levels of labor intensity by 

nonprofit field, Indiana nonprofits with paid 
employees (n=808). 
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─ The mutual benefit field has the highest percent 

(22 percent vs. 8 percent overall) of very labor 
intensive nonprofits. This may be because mu-
tual benefit nonprofits have relatively few FTEs, 

but tend to rely on full-time employees when 
they have paid staff.  

 
─ The health and human services fields have the 

highest rates of nonprofits that are at least 
somewhat labor intensive – e.g., using half or 
more of total expenses for staff compensation 
(51 and 43 percent respectively). We had ex-
pected health nonprofits to have somewhat 
lower percentages since many own facilities and 
require expensive supplies and equipment to de-
liver their services. However, the inclusion of 
labor intensive mental health and disease, disor-
der, and medical discipline nonprofits in this 
field may account for these patterns.  

 
─ Public and societal benefit nonprofits have the 

highest concentration of nonprofits with low la-
bor intensity: over half (54 percent) spend less 
than a quarter of total expenses on staff compen-
sation and only a quarter allocate half or more of 
total expenses to it.  

 
• Funding profile: Nonprofits that depend mainly on 

government funding are notably more labor inten-
sive and those that rely mainly on special events are 
less labor intensive than nonprofits with other fund-
ing profiles. See Figure 95.  

 
Figure 95: Percent with levels of labor intensity by 

funding profile, Indiana nonprofits with paid 
employees (n=802). 
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─ One in five (18 percent) nonprofits that rely 

mainly on government are very labor intensive 
and over half (54 percent) are at least somewhat 
labor intensive, as is 54 percent of those that rely 
on a mix of sources. Only 39 percent of those 
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that rely mainly on donations are at least some-
what labor intensive, with those that rely mainly 
on dues, fees, and sales or on special events even 
less likely to devote half or more of total ex-
penses to staff compensation (30 and 11 percent 
respectively).  

 
Challenges in managing employees: Having paid em-
ployees imposes direct financial costs (payroll, taxes, 
fringe benefits) on nonprofits, but also indirect costs that 
require other types of organizational resources. We ex-
amine the extent to which Indiana nonprofits are chal-
lenged by recruiting and retaining qualified employees 
and by managing human resources in general. These 
challenges do not vary by nonprofit field or age, suggest-
ing that they are ubiquitous across these dimensions, but 
size and funding profile do make a difference.  
 
Challenge: Recruiting/retaining staff: We asked Indiana 
nonprofits to detail the level of challenge they face in re-
cruiting and retaining qualified staff members. Those 
that face such difficulties will be less able to deliver 
quality services or benefits to members and beneficiaries 
or demonstrate full accountability to stakeholders.  
 
• Overall: More than three-fifths (61 percent) of non-

profits with paid staff say that recruiting and retaining 
qualified staff is at least a minor challenge and more 
than a fifth (22 percent) say it is a major challenge. 
This is a greater percent than say managing human re-
sources in general is a challenge. See Figure 96.  

 
• Size: Larger nonprofits are much more likely to face 

challenges (including major challenges) in recruiting 
and retaining qualified staff than smaller ones. See 
Figure 97. 

 
─ Almost all (97 percent) very large nonprofits 

(revenues of $10 million or more) say that re-
cruiting and retaining qualified staff is at least a 
minor challenge and 48 percent say it is a major 
challenge. The next smaller nonprofits (revenues 
of $1 - $9.9 million) are second in considering 
this either a minor (83 percent) or major chal-
lenge (39 percent).  

 
─ About three in five medium and medium-small 

sized nonprofits (revenues of $100,000 - 
$999,999) say recruiting and retaining staff is at 
least a minor challenge. This drops to half or 
less for smaller nonprofits.  

Figure 96: Percent with staff challenges, Indiana 
nonprofits with staff (n=1,092-1,597) 
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Figure 97: Percent with challenges in recruiting and 

retaining qualified staff by total revenues, 
Indiana nonprofits with paid staff (n=874). 
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• FTE paid staff: This size effect is driven by the 

number of paid staff. Nonprofits with more FTEs are 
consistently more likely to report facing at least 
some challenges in recruiting and retaining staff and 
in saying it is a major challenge than those with 
fewer FTEs. See Figure 98. 

 
• Funding profile: Across all types of funding profiles, 

about 60 percent of Indiana nonprofits say that re-
cruiting and retaining qualified staff is at least a mi-
nor challenge, but there are notable differences in 
the extent to which the challenge is major or minor. 
See Figure 99. 

 
─ Nonprofits that rely on government for more 

than half of total revenues are the most likely 
(39 percent) to say that recruiting and retaining 
qualified staff is a major challenge. This is not 
surprising, since the receipt of government 
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grants and contracts often requires nonprofits to 
hire staffs with professional credentials and pro-
duce demanding program reports. 

 
Figure 98: Percent with challenges in recruiting and 

retaining qualified staff by FTEs, Indiana 
nonprofits with paid staff (n=1,041). 
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Figure 99: Percent with challenges in recruiting and 

retaining qualified staff by funding profile, 
Indiana nonprofits with paid staff (n=1,018). 
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─ Nonprofits that rely on special events for most 

of their revenues are the least likely (13 percent) 
to say that recruiting and retaining trained staff 
is a major challenge. These are generally smaller 
nonprofits where volunteers play an important 
role in generating the revenues.  

 
• Combined analysis – major challenges in recruiting 

and retaining qualified staff. When considering all 
factors jointly so as to estimate which features best 
predict whether Indiana nonprofits face major chal-
lenges in recruiting and retaining qualified staff, a 
combination of nonprofit field and number of FTEs 

is important, even though nonprofit field was not 
significant by itself.  

 
─ Controlling for all other factors, human service 

nonprofits are much more likely than arts, cul-
ture and humanities, education, and mutual 
benefit nonprofits to report a major challenge in 
recruiting and retaining qualified staff members. 

 
─ Controlling for all other factors, nonprofits with 

the most employees (over 50 FTEs) are more 
likely, and those with the fewest staff (less than 
2 FTEs) are less likely to report facing a major 
challenge in recruiting and retaining qualified 
staff than those with 2.5 to 5 FTEs (the compari-
son base). Thus, the number of paid staff rather 
than total revenue drives the size effect on this 
challenge. 

 
Challenge: Managing human resources: Almost half (46 
percent) of Indiana nonprofits that have paid staff (or use 
volunteers) report facing some level of challenge associ-
ated with managing these staff and/or volunteer human 
resources, although only 8 percent say that it is a major 
challenge. See Figure 96 above.  
 
• Size: Larger nonprofits tend to report more chal-

lenges in managing staff and volunteer resources 
than smaller ones. See Figure 100. 
 

Figure 100: Percent with challenges in managing human 
resources by total revenues, Indiana nonprofits 
with staff or volunteers (n=1,287) 
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─ Nonprofits with revenues of $10 million or more 

are the most likely (22 percent) to say that man-
aging human resources is a major challenge and 
also that it is at least a minor challenge (69 per-
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cent). It is also at least a minor challenge for 
about two-thirds (64 percent) of those with reve-
nues of $500,000 - $9.9 million.  

 
─ Nonprofits with revenues of $100,000 or more 

are generally more likely to say that managing 
human resources it as least a minor challenge 
(50 percent or more), than those with fewer 
revenues (35-41 percent). We noted earlier that 
nonprofits with less than $100,000 in annual 
revenues generally have 2.5 FTEs or less (they 
also tend to have fewer than 50 volunteers), sug-
gesting that once nonprofits have more than two 
full-time employees or 50 volunteers, the task of 
managing human resources becomes at least a 
minor challenge. 

  
• Funding profile: The relationship between funding 

profile and challenges in managing human resources 
is more difficult to interpret, since most of the fund-
ing profiles resemble the overall total. However, 
nonprofits that rely on government for half or more 
of total revenues are distinctive in how few say that 
managing human resources is at least a minor chal-
lenge (36 percent vs. 46 percent overall) and in how 
many say it isn’t a challenge at all (61 percent vs. 38 
percent overall). This suggests that nonprofits that 
rely mainly on government funding are better 
equipped to manage these types of routine organiza-
tional challenges. See Figure 101. 

 
Figure 101: Percent with challenges in managing human 

resources by funding profile, Indiana 
nonprofits with staff or volunteers (n=1,503) 
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• Combined analysis – challenges in managing human 

resources (paid staff or volunteers). When consider-
ing all factors jointly so as to predict which features 

best predict which types of Indiana nonprofits face 
challenges in managing human resources, a combi-
nation of size and primary funding profile remain 
important, but nonprofit field also becomes impor-
tant. 

 
─ Controlling for all other factors, nonprofits with 

revenues of $10 million or more are much more 
likely, and those with no revenues are less likely, 
than the comparison category (revenues of 
$25,000 - $99,999) to say they face a major 
challenge in managing human resources.  

 
─ Controlling for all other factors, nonprofits that 

rely on dues, fees, or sales for more than half of 
their revenues are less likely than those that rely 
on a mix of sources (the comparison base) to say 
managing human resources is a major challenge. 

 
─ Controlling for all other factors, arts, culture, 

and humanities nonprofits are less likely to re-
port facing a major challenge in managing hu-
man resources than human service nonprofits. 

 
Tools to manage employees: Given the challenges 
Indiana nonprofits face in recruiting and retaining paid 
staff and in managing their human resources (both staff 
and volunteers) more generally, it is important to see 
whether they make use of organizational procedures for 
managing employees and moderate the impacts of these 
challenges. We examine two such tools: written job de-
scriptions and written personnel policies.  
 
Such documents reduce uncertainties in the relationship 
between employer and employee by establishing expec-
tations, duties, and rights for both parties. Job descrip-
tions typically establish performance expectations for 
individual employees, while personnel policies establish 
and codify basic workplace relationships both among 
employees and between employees and the organization.  
 
• Overall: the great majority of Indiana nonprofits 

have written job descriptions (80 percent) or written 
personnel policies (71 percent).  

 
─ Of nonprofits with paid staff, most (68 percent) 

have both types of documents with the rest split 
about evenly between those that have neither (17 
percent) or only one of them (15 percent).  
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─ Nonprofits that say recruiting and retaining 
qualified staff is a challenge (major or minor) 
are more likely to have written job descriptions 
than those for whom this is not a challenge (82 
vs. 60 percent) and written personnel policies 
(72 vs. 51 percent). Both types of documents are 
also more prevalent among nonprofits that say 
managing human resources is a major or minor 
challenge (77 and 67 percent respectively) com-
pared to those for whom it is not a challenge (57 
and 50 percent respectively).  

 
Tool – written job descriptions: The great majority of 
Indiana nonprofits have written job descriptions (80 per-
cent); this varies by total revenues, number of FTEs, and 
funding profile, but not by nonprofit field or age. 
 
• Size: In general, larger nonprofits are more likely to 

have written job descriptions than smaller ones. See 
Figure 102. 

 
Figure 102: Percent with written job descriptions by total 

revenues, Indiana nonprofits with paid staff 
(n=889). 
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─ Nonprofits with less than $100,000 in total reve-

nues are notably less likely to have written job 
descriptions than those with more revenues or no 
revenues at all. In the latter case, this may reflect 
the need to provide job descriptions for volun-
teers and/or board members.  

 
• FTE paid staff: The importance of size for encourag-

ing the use of written job descriptions appears to be 
driven by staff size. The more staff Indiana nonprof-
its have, the more likely they are to have written job 
descriptions, including all of those with over 50 

FTEs compared to only 63 percent of those with 2 or 
fewer FTEs. See Figure 103. 

 
Figure 103: Percent with written job descriptions by FTEs, 

Indiana nonprofits with paid staff (n=1,061). 
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• Funding profile: Virtually all (99 percent) nonprofits 

that rely mainly on government funding have written 
job descriptions, more than for all other funding pro-
files, and especially those that rely mainly on special 
events (63 percent). See Figure 104. 

 
Figure 104: Percent with written job descriptions by 

funding profile, Indiana nonprofits with paid 
staff (n=1,025). 

99%

86% 86%
78% 78%

63%

80%

0%

20%

40%

60%

80%

100%

Gov
ern

men
t

No R
ev

en
ue

s

Mix 
of 

Sou
rce

s

Due
s, 

fee
s, 

sa
les

Don
ati

on
s

Spe
cia

l E
ve

nts Tota
l

 
• Combined analysis - written job descriptions. When 

considering all factors jointly so as to estimate 
which features best predict whether Indiana nonprof-
its make use of written job descriptions to manage 
relationships with paid staff, we find that a combi-
nation of funding profile, number of FTEs, and size, 
as well as nonprofit field (which was not significant 
on its own) are important.  
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─ Controlling for all other factors, nonprofits in 
the arts, culture and humanities, public and so-
cietal benefit, and mutual benefit fields are less 
likely to have written job descriptions than hu-
man service nonprofits (the comparison base). 

 
─ Controlling for all other factors, nonprofits that 

depend mainly on government funding are more 
likely and those that rely mainly on special 
events or other revenues are less likely to have 
written job descriptions than those that depend 
on a mix of sources (the comparison base). 

 
─ Controlling for all other factors, nonprofits with 

2 or fewer FTEs are less likely and those with at 
least 15 FTEs are more likely to have written job 
descriptions than those with 2.5 to 5 FTEs (the 
comparison base). 

 
─ Controlling for all other factors, nonprofits with 

revenues between $100,000 and $10 million are 
more likely than those with revenues of $25,000 
- $99.999 to have written job descriptions. 

 
Tool – written personnel policies: A written personnel 
policy typically details the basis of the employment rela-
tionship between the employee and the organization. 
Almost three-fourths (71 percent) of Indiana nonprofit 
organizations that have paid employees also have a writ-
ten personnel policy. This varies by total revenues,17 
number of FTEs, and funding profile. 
 
• FTE paid staff: The relationship with size most 

likely reflects the higher number of employees that 
large revenues make possible. Nonprofits with more 
employees are more likely to find it necessary to 
formalize employment policies to insure equitable 
treatment and make the employment relationship 
more predictable. Indeed, the vast majority of non-
profits with 15 or more employees have written per-
sonnel policies, including virtually all those with 50 
FTEs or more, compared to only 51 percent of those 
with two FTEs or less. See Figure 105. 

                                                           
17 When controlling for all other variables, the proportion of 
organizations that have personnel policies does not vary by to-
tal revenues, therefore we do not analyze this relationship 
here. 

Figure 105: Percent with written personnel policy by FTEs, 
Indiana nonprofits with paid staff (n=1,052). 
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─ Although nonprofits with larger staff are more 
likely to have written job descriptions and per-
sonnel policies than those with smaller staff, the 
underlying rationale differs. Larger staff sizes al-
low for employee specialization; therefore, job 
descriptions become important tools for defining 
the role of individual employees in the overall 
operation of the organization. At the same time, 
as organizations get larger, interactions between 
individuals tends to become more impersonal. 
Personnel policies establish the ground rules for 
how employees interact with each other. 

 
• Funding profile: Virtually all (94 percent) nonprofits 

that rely on government for at least half of their 
revenues have written personnel policies, as do the 
vast majority (81 percent) of those that rely on a mix 
of sources, compared to about two-thirds of those 
that rely mainly on less staff intensive revenue 
sources, such as special events; donations; or dues, 
fees or sales. See Figure 106. 

 
• Combined analysis - written personnel policies. 

When considering all factors jointly so as to examine 
which features best predict whether Indiana nonprof-
its make use of written personnel policies to manage 
relationships with paid staff, we find that a combi-
nation of funding profile and number of FTEs are 
important, as well as nonprofit field (which was not 
significant when analyzed separately).  

 
─ Controlling for all other factors, arts, culture and 

humanities, education, public and societal bene-
fit, and mutual benefit nonprofits are signifi-
cantly less likely to have written personnel poli-
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cies than the control group (human service non-
profits). 

 
Figure 106: Percent with written personnel policy by 

funding profile, Indiana nonprofits with paid 
staff (n=1,027). 
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─ Controlling for all other factors, nonprofits that 

depend mainly on government funding are more 
likely, and those that depend mainly on special 
events are less likely to have written personnel 
policies than those that rely on a mix of sources 
(comparison base).  

 
─ Controlling for all other factors, nonprofits with 

2 or fewer FTEs are less likely and those with 
15.5 to 50 FTEs are more likely to have written 
personnel policies than those with 2.5 to 5 FTEs. 

 
Volunteers: Volunteers are integral to Indiana nonprof-
its. They may be the only “staff” the organization has, or 
they may supplement or enhance the work of paid staff. 
But people who volunteer not only help nonprofits meet 
community needs or the needs of members. They be-
come engaged in their communities. Because of their in-
volvement they reap personal rewards and help create 
social capital – the networks and trust that communities 
and institutions need if they are to address challenges ef-
fectively.  
 
Most Indiana nonprofits use volunteers (other than board 
members), and while there is a wide range in number of 
volunteers used (none to over 140,000), many use a sub-
stantial number. In addition, most of those that use vol-
unteers say they are essential or very important to the 
organization’s work. 
 
Use of volunteers: Almost three-fourths (73 percent) of 
Indiana nonprofits say they use volunteers other than 

board members. However, the use of volunteers varies 
by nonprofit field, size, funding profile, and age.  
 
• Nonprofit field: The vast majority (90 percent) of re-

ligious nonprofits rely on volunteers, more than any 
other field. By contrast, volunteers are used by only 
two-fifths (42 percent) of mutual benefit and three-
fifths (57 percent) of public and societal benefit 
nonprofits See Figure 107. 

 
Figure 107: Percent using of volunteers during most recent 

fiscal year by nonprofit field, Indiana 
nonprofits (n=2,063). 
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• Size: Although a majority of nonprofits with any 

revenues use volunteers (other than board members), 
the pattern follows an inverted U-shape – very large 
and very small nonprofits are less likely to use vol-
unteers than mid-sized ones. See Figure 108. 

 
Figure 108: Percent using volunteers during most recent 

fiscal year by total revenues, Indiana 
nonprofits (n=1,641). 
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─ The highest rate of using volunteers (87 percent) 

is found among nonprofits with revenues of 
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$100,000 - $ 249,999, and it is above 80 percent 
for those with revenues of $25,000 - $999,999.  

 
─ Given the high level of staffing implied by reve-

nues in excess of $1 million, it is not surprising 
that larger nonprofits are less likely to use vol-
unteers (other than board members) less than 
smaller ones. Still, 70-77 percent do. 

 
─ It may seem surprising that the lowest incidence 

of using volunteers (28 percent) is found among 
nonprofits without revenues, since they do not 
have access to paid staff. However, most of 
these (67 percent) have their own board of direc-
tors and board members not only govern but 
may also provide all the services for many or 
most nonprofits without revenues. 

 
• Funding profile: Nonprofits that rely mainly on do-

nations or a mix of sources are more likely to use 
volunteers than those that rely mainly on dues, sales, 
and fees. See Figure 109. 
 

Figure 109: Percent using volunteers during most recent 
fiscal year by funding profile, Indiana 
nonprofits (n=1,907). 
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─ The very high (87 percent) percent using volun-

teers among nonprofits that rely mainly on dona-
tions or on a mix of funding sources (which may 
include donations), most likely reflect the fact 
that many people who volunteer for a nonprofit 
also make financial gifts to it and that many 
nonprofits use volunteers to help raise funds.18  

                                                           
18 A survey of Indiana residents about their personal involve-
ment with nonprofits found that helping with fund-raising was 
the most frequently mentioned type of volunteer work (by 28 
percent). www.indiana.edu/~nonprof/results/pas.hmtl.  

─ For the same reason, it is surprising that only 70 
percent of nonprofits that rely mainly on special 
events say they use volunteers. However, many 
of these nonprofits are very small and the events 
may be small enough in scale that board mem-
bers can manage them.  

 
─ It is noteworthy that fully 81 percent of nonprof-

its that rely mainly on government funding use 
volunteers, suggesting that receipt of govern-
ment funds doesn’t crowd out voluntary efforts.  

 
• Age: While we find statistically significant differ-

ences in the use of volunteers by year of establish-
ment, the pattern is not very pronounced. It follows 
an inverted U-shape with the youngest and oldest 
nonprofits less likely to use volunteers than those es-
tablished in the intervening period. See Figure 110. 

 
Figure 110: Percent using volunteers during most recent 

fiscal year by age, Indiana nonprofits (n=1,919). 
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─ Only 56 percent of nonprofits established after 

1990 use volunteers, compared to 72 percent of 
those founded in the 1980s and over 80 percent 
of those founded during the previous 50 years 
(1930-1979). These young nonprofits are also 
the least likely to have paid staff and may rely 
on a committed group of founders or board 
members to do the work of the organization. 

 
Number of volunteers: Indiana nonprofits use many vol-
unteers – an average of almost 200 volunteers over the 
course of the year for those that use volunteers (exclud-
ing board members). However, half use 30 or less, re-
flecting the fact that a few nonprofits (mainly larger and 
older ones) use a very large number of volunteers. Over-
all, almost a quarter (23 percent) use 100 or more volun-
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teers during the year and more than four tenths (44 per-
cent) use 40 or more, but 28 percent use less than 15. 
These patterns vary by nonprofit field, size, funding mix 
and age.  
 
• Nonprofit field: On average, public and societal 

benefit nonprofits have the highest average number 
of volunteers (517) followed by human service non-
profits (228), more than twice as many as the aver-
age for mutual benefit, arts, culture, and humanities, 
and religion nonprofits (excluding board members). 
See column 1 of Table 2. 

 
Table 2: Mean and median number of volunteers by 

nonprofit field, Indiana nonprofits with 
volunteers (n=1,168). 

Number of Volunteers 
Nonprofit Field Average Median 
Public and societal benefit 517 20 
Human services 228 28 
Environment and animals 123 20 
Health 121 47 
Education 117 27 
Mutual benefit 97 16 
Arts, culture and humanities 96 30 
Religion and spiritual development 94 50 
Total 198 30 

 
─ However, the median values are much lower than 

the average (see column 2 of Table 2), especially 
for public and societal and human service nonprof-
its, indicating that while a few nonprofits in these 
fields use a very large number of volunteers, that 
the majority use relatively few. The gap between 
mean and median values is smallest for religion 
nonprofits (mean of 94, median of 50), suggesting 
that religion nonprofits vary much less in the num-
ber of volunteers they use. Overall, religion and 
health nonprofits have the highest median number 
of volunteers (50 and 47 respectively), while mu-
tual benefit nonprofits have the lowest (16).  

 
─ Because the average and median values obscure 

finer details, we look at the percent of nonprofits 
in each field that use a given number of volun-
teers. Excluding board members, education and 
health nonprofits are most likely to use 100 or 
more volunteers (31 and 29 percent respective-
ly), but two-thirds (66 percent) of health non-
profits use 40 or more volunteers (as do 59 per-
cent of religion nonprofits), compared to only 48 

percent of education nonprofits. Only 28 percent 
of environment and animal protection and 32 
percent of mutual benefit nonprofits used this 
many volunteers. See Figure 111.  

 
Figure 111: Number of volunteers by nonprofit field, 

Indiana nonprofits with volunteers (n=1,168) 
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• Size: In general, the larger the nonprofit, the more 

volunteers they use. See Figure 112.  
 
Figure 112: Number of volunteers by total revenues, 

Indiana nonprofits (n=973) 
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─ Nonprofits with no revenues are most likely (74 

percent) to use very few (less than 15) volun-
teers (other than board members), suggesting 
that they are particularly dependent on a small 
group of committed volunteers and board mem-
bers to accomplish the work of the organization 

 
• Funding profile: Nonprofits that rely mainly on gov-

ernment funding have the highest rate (37 percent) 
of using 100 or more volunteers, compared to only 
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18 percent of those that rely mainly on dues, sales, 
and fees or on special events. See Figure 113.  

 
Figure 114: Number of volunteers by primary source of 

funding, Indiana nonprofits (n=1,101) 
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─ As expected, nonprofits that rely on donations 

for more than half of their revenues have the 
highest percent (59 percent) using many volun-
teers (40 or more). 

 
• Age: In general, older nonprofits use more volun-

teers than younger ones, although the patterns are 
neither very distinct nor easy to interpret. See Figure 
115. 

 
Figure 115: Number of volunteers by age category, Indiana 

nonprofits (n=1,106) 
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─ Very old nonprofits, those founded before 1930, 

have the highest rate (36 percent) of using many 
(100 or more) volunteers, while those founded 
since 1990 have the highest rate (49 percent) of 
using very few (under 15) volunteers. 

 

Importance of volunteers: On average, the vast majority 
(74 percent) of nonprofits that use volunteers consider 
them be either very important (38 percent) or essential 
(36 percent) to the work of the organization. Another 
one-fifth (18 percent) consider volunteers important 
while only a small minority (8 percent) report that vol-
unteers are not at all or not very important to the work of 
their organization.19 These patterns vary by nonprofit 
field, size, and funding profile, but not age.  
 
• Nonprofit field: Volunteers play an important or es-

sential role for half or more of nonprofits in each 
major field. See Figure 116. 
 

Figure 116: Importance of volunteers by nonprofit field, 
Indiana nonprofits (n=1,513) 
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─ Although human service nonprofits are most 

likely to say that volunteers are essential (40 
percent), volunteers are particularly important to 
religious nonprofits: 88 percent say volunteers 
are either very important or essential. 

 
─ Volunteers appear to be least important for envi-

ronment and animal protection nonprofits. One 
third (32 percent) of these organizations consid-
ered volunteers not at all or not very important 
as do 20 percent of arts, culture, and humanities 
nonprofits.  

 
                                                           
19 “Essential” here means that the organization relies entirely 
on volunteers to carry out its mission, while “very important” 
means that the organization depends on volunteers for a wide 
range of tasks, but not all. “Important” means that the organi-
zation depends on them for several key tasks, “not very impor-
tant” means that volunteers are used for only non-essential 
tasks, and “not at all important” means that the mission could 
be achieved without using volunteers. 
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• Size: Volunteers play a much more important role 
for smaller nonprofits than for larger ones, reflecting 
their different capacities (or choices) to employ paid 
staff. See Figure 117. 
 

Figure 117: Importance of volunteers by revenue category, 
Indiana nonprofits (n=1,216) 
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─ Nonprofits with less than $100,000 in annual 

revenues are notably more likely (34-56 percent) 
to say that volunteers are essential to their or-
ganization than larger ones (1-24 percent). 

 
─ While a clear majority (61-74 percent) of larger 

nonprofits (revenues of $1 million or more) say 
that volunteers are very important or essential, 
these larger nonprofits have the highest propor-
tion (18-20 percent) that say volunteers are not 
very or not at all important.  

 
• Funding profile: Nonprofits that rely mainly on spe-

cial events or on donations depend more heavily on 
volunteers than those that rely primarily on govern-
ment or dues, sales or fees. See Figure 118. 

 
─ Volunteers appear to be especially important for 

nonprofits that rely mainly on special events – 
almost half (48 percent) say that volunteers are 
essential to their organization.20 This is as we 
expected since volunteers are particularly well 
suited to take on the episodic, but highly inten-
sive work involved in organizing special events.  

 

                                                           
20 This is only for those that use volunteers – we reported ear-
lier that only 70 percent of these types of nonprofits do (fewer 
than for nonprofits with other types of funding profiles). 

Figure 118: Importance of volunteers by funding mix, 
Indiana nonprofits (n=1,409) 
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─ Volunteers appear to be least important to non-

profits that depend mainly on government fund-
ing or on a mix of sources; 29 and 28 percent re-
spectively say that volunteers are essential to 
their organization vs. 36 percent overall. These 
nonprofits are also the most likely to say that 
volunteers are not very or at all important (11 
and 16 percent respectively). This may be be-
cause the technical expertise to manage govern-
ment or multiple sources of revenues is more 
likely to reside in paid staff than with volunteers, 
or that the larger scale of operation that govern-
ment funding makes possible cannot be main-
tained with volunteers. 

 
Challenges in recruiting and keeping qualified volun-
teers. Given the important role that volunteers play for 
most nonprofits, it is not surprising that four-fifths (80 per-
cent) of those that use volunteers say recruiting and keep-
ing qualified and reliable volunteers is at least a minor chal-
lenge. Only 16 percent do not consider it a challenge at all. 
These patterns vary by how important volunteers are, non-
profit field, size, and funding profile, but not by age.  
 
• Role of volunteers: Nonprofits for whom volunteers 

are very important or essential to their operations are 
much more likely (48-49 percent) to say that recruit-
ing and retaining volunteers is a major challenge 
than those for whom volunteers are important (28 
percent) or not very important (18 percent). How-
ever, even among those for whom volunteers are not 
at all or not very important about half (49-52 per-
cent) still say recruiting and retaining them is at least 
a minor challenge. See Figure 119. 
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Figure 119: Percent saying recruiting and retaining 
qualified volunteers is a challenge by role of 
volunteers, Indiana nonprofits that use 
volunteers (n=1,360) 
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• Nonprofit field: Environment and animal protection 

nonprofits are the most likely (78 percent) to con-
sider recruiting and retaining volunteers to be a ma-
jor challenge, followed by mutual benefit nonprofits 
(56 percent), compared to only 19 percent of arts, 
culture and humanities nonprofits. See Figure 120. 

 
Figure 120: Percent saying recruiting and retaining 

qualified volunteers is a challenge by nonprofit 
field, Indiana nonprofits that use volunteers 
(n=1,482) 

78%

56%
44% 39%

52%

35%

19%

38% 41%

16%

34%

45%
43%

27%

41%

56%

36%
39%

8%
13%

16% 20% 23% 24% 16%

1%
4%

5% 6% 4% 4% 6% 4% 2% 2% 4%

0%

10%
20%

30%

40%
50%

60%

70%

80%
90%

100%

Env
./A

nim
als

Mutu
al 

Ben
efi

t

Hea
lth

Reli
gio

n

Pub
lic 

Ben
efi

t

Hum
an

 S
erv

ice
s

Arts
/C

ult
ure

Edu
ca

tio
n

Tota
l

Not
applicable

Not a
challenge

Minor
challenge

Major
challenge

 
• Size: Almost across the board regardless of size, about 

80 percent of nonprofits say that recruiting and retain-
ing volunteers is at least a minor challenge. However, 
less than two-fifths (38 percent) of those with no reve-
nue say that this is either a major (5 percent) or minor 
challenge (33 percent). Also, those with revenues of 
$100,000 - $249,999 are somewhat less likely to con-
sider it a major challenge (28 percent) than those with 
other levels of revenues. See Figure 121. 

Figure 121: Percent saying recruiting and retaining 
qualified volunteers is a challenge by total 
revenues, Indiana nonprofits that use 
volunteers (n=1,204) 
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• Funding profile: There are only marginal differences 

in the level of challenge nonprofits face in recruiting 
and retaining qualified volunteers by funding profile. 
In addition to the very low level of challenges faced 
by nonprofits without revenues, those that rely 
mainly on dues, fees, and sales are also somewhat 
less likely to say this is a major challenge (35 per-
cent vs. 41 percent overall. See Figure 122. 

 
Figure 122: Percent saying recruiting and retaining 

qualified volunteers is a challenge by funding 
profile, Indiana nonprofits that use volunteers 
(n=1,394) 
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• Combined analysis – major challenge in recruiting 

and retaining qualified volunteers. When consider-
ing all factors jointly so as to predict which features 
best predict whether Indiana nonprofits face a major 
challenge in recruiting and retaining qualified volun-
teers, we find that a combination of nonprofit field, 
size, and funding profile is important.  
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─ Controlling for all other factors, nonprofits in 
the environment and animals field are more 
likely to face a major challenge in recruiting and 
retaining qualified volunteers than the compari-
son base (human service nonprofits). 

 
─ Controlling for all other factors, nonprofits 

without revenues are less likely to report facing a 
major challenge in recruiting and retaining 
qualified volunteers, than the comparison base 
($25,000 to $100,000 in total revenues). 

 
─ Controlling for all other factors, nonprofits that 

depend on dues, fees, or sales for more than half 
of their revenues are less likely to say recruiting 
and retaining qualified volunteers is a major 
challenge than those that depend on a mix of 
sources (the comparison base). 

 
Tools for managing volunteers. Despite their heavy re-
liance on volunteers, the great majority of Indiana non-
profits have no formal volunteer recruitment or training 
programs. This holds even though we only consider 
those that use volunteers.  
 
Tool: Formal volunteer recruitment program: Only 23 
percent of Indiana nonprofits that use volunteers have any 
formal programs in place to actively recruit volunteers 
into their organizations. And although those for whom re-
cruiting and retaining qualified volunteers is a major chal-
lenge are more likely to have formal volunteer recruitment 
programs than those for whom this is only a minor or no a 
challenge at all, these differences do not quite reach statis-
tical significance. Nor does having such programs vary by 
the importance of volunteers, field of activity or funding 
source, but only by size,21 number of volunteers, and age. 
 
• Number of volunteers: Larger nonprofits are more 

likely to use more volunteers (see Figure 112 above), 
and as the number of volunteers increase, nonprofits 
are more likely to recognize the need for formal vol-
unteer recruitment programs and to implement them. 
That is indeed the case. See Figure 123. 

                                                           
21 When controlling for all other factors, the percent of non-
profits that have a formal volunteer recruitment program does 
not vary by total revenues, therefore we do not analyze this re-
lationship here. 

Figure 123: Percent with formal volunteer recruitment 
program by number of volunteers, Indiana 
nonprofits that use volunteers (n=1,122) 
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• Age: We find that older organizations are more 
likely to say they have a formal volunteer recruit-
ment program than newer organizations, although 
the pattern is not very pronounced. We don’t know 
whether that is because older nonprofits have had 
more time to recognize the importance of and im-
plement formal volunteer recruitment programs or 
whether having such programs help nonprofits sur-
vive. See Figure 124. 

 
Figure 124: Percent with formal volunteer recruitment 

program by age, Indiana nonprofits that use 
volunteers (n=1,416) 
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• Combined analysis – formal volunteer recruitment 

program. When considering all factors jointly so as 
to examine which features best predict whether Indi-
ana nonprofits have formal volunteer recruitment 
programs, we find that a combination of age and 
funding profile, but not size, is important.  
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─ Controlling for all other factors, nonprofits 
founded after 1960 are less likely than those 
founded before 1930 to have a formal volunteer 
recruitment program. 

 
─ Nonprofits that depend on donations or on dues, 

fees and sales for more than half of their reve-
nues are less likely than those that rely on a mix 
of funding sources to have a formal volunteer 
recruitment program. 

 
Tool: Formal volunteer training program: Just as rela-
tively few Indiana nonprofits that use volunteers have 
formal volunteer recruitment programs, only a quarter 
(27 percent) have formal volunteer training programs 
(often the same organizations), suggesting that most rely 
on informal training of new volunteers by existing vol-
unteers and/or staff. This varies by how important volun-
teers are to the organization, whether volunteer recruit-
ment and retention is a challenge, and by nonprofit field, 
size, and funding profile, but not age. 
 
• Role of volunteers: Nonprofits for whom volunteers 

are essential or very important are more likely to 
have formal volunteer training programs than those 
for whom volunteers are important or not very im-
portant. However, 34 percent of those for whom 
volunteers are not at all important have a formal 
volunteer training program, most likely because the 
latter tend to be larger nonprofits with the capacity 
to implement such programs. See Figure 125. 

 
Figure 125: Percent with formal volunteer training program 

by importance of volunteers, Indiana 
nonprofits that use volunteers (n=1,439) 
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• Challenge recruiting and retaining volunteers: Non-

profits for whom recruiting and retaining qualified 

volunteers is a major challenge are more likely to 
have formal volunteer training programs than those 
for whom this is only a minor or no challenge at all. 
Still two-thirds of those for whom volunteer recruit-
ing and training is a major challenge have no formal 
volunteer training programs. See Figure 126. 

 
Figure 126: Percent with formal volunteer training program 

by challenge in recruiting and retaining 
volunteers, Indiana nonprofits that use 
volunteers (n=1,601) 
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• We find that nonprofit field, size, number of volun-
teers,22 and funding profile are each related to 
whether an organization has a formal volunteer 
training program. 

 
• Nonprofit field: Nonprofits in the health and envi-

ronment and animal protection fields are notably 
more likely (52 and 45 percent respectively) to have 
formal volunteer recruitment programs than non-
profits in the mutual benefit, human service, and re-
ligion fields (31-29 percent), and especially those in 
the education or arts, culture and humanities fields 
(12 and16 percent respectively). See Figure 127. 

 
• Funding profile: Surprisingly, nonprofits that rely on 

government (48 percent) or on a mix of funding 
sources (39 percent) are more likely to say they have 
a formal volunteer training program. We speculate 
that these nonprofits are more likely to have both the 
size and management capacity to institute such pro-
grams See Figure 128. 

                                                           
22 When controlling for all other variables, the proportion of 
organizations that have a formal volunteer training program 
does not vary by field, size, or number of volunteers, therefore 
we do not analyze the size and number of volunteers relation-
ships here. 
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Figure 127: Percent with formal volunteer training program 
by nonprofit field, Indiana nonprofits that use 
volunteers (n=1,493) 
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Figure 128: Percent with formal volunteer recruitment 

program by major funding source, Indiana 
nonprofits that use volunteers (n=1,406) 
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• Combined analysis – formal volunteer training pro-

gram. When considering all factors jointly so as to 
estimate which features best predict whether Indiana 
nonprofits have formal volunteer training programs, 
we find that only funding profile remains important. 

 
─ Nonprofits that depend mainly on donations, on 

dues, fees or sales, or on special events are less 
likely that those that depend on a mix of sources 
to have a formal volunteer training program. 

 
Boards of Directors: Like nonprofits everywhere, Indi-
ana nonprofits are particularly dependent on a special 
type of volunteer – those that serve on boards of direc-
tors and carry fiduciary and legal responsibilities for the 
organization. The vast majority of Indiana nonprofits 
have their own board of directors but most boards are 

small. Many boards use committees or establish special 
task forces to carry out their work.  
 
Type of governance. Overall, 85 percent of Indiana non-
profits have their own board of directors. One tenth (11 
percent) have some other governance structure while the 
rest (4 percent) is governed by another organization. 
These patterns vary by nonprofit field, size, funding pro-
file, and age. 
 
• Nonprofit field: Almost all (97 percent) of environ-

ment and animal protection nonprofits have their 
own board of directors, followed by 92 percent of 
health nonprofit. Mutual benefit nonprofits are least 
likely (67 percent) to have a board of directors and 
most likely to be governed by another organization 
(13 percent) or have some other governance struc-
ture (20 percent). See Figure 129. 

 
Figure 129: Governance structure used by major field, 

Indiana nonprofits (n=2,064) 
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• Size: We notice two stair-step patterns when examin-

ing the relationship between organizational size and 
type of governance structure. In the first stair-step, 
the percent of nonprofits with their own board of di-
rectors increases from 73 percent for those with no 
revenues to 93 percent for those with $100,000 - 
$249,999. In the second stair-step, the percent of 
nonprofits with their own board of directors in-
creases from 81 percent for organizations with be-
tween $250,000 and $499,999 to 99 percent for 
those with $10 Million or more in annual revenue. 
See Figure 130. 
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Figure 130: Governance structure used by organizational 
size, Indiana nonprofits (n=1,648) 
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Funding profile: Organizations that rely on government 
sources for more than half of their revenue are the most 
likely to have their own board of directors (97 percent). 
Organizations that rely on dues, fees, or sales for more 
than half of their revenue (78 percent) and those with no 
revenue (73 percent) are the least likely to have their 
own board of directors. See Figure 131. 
 
Figure 131: Governance structure used by funding profile, 

Indiana nonprofits (n=1,912) 
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• Age: Older organizations (those founded prior to 

1970) are more likely than younger organizations to 
have some other governance structure. Younger or-
ganizations (those founded since 1970) are more 
likely than older organizations to have their own 
board of directors. See Figure 132. 

 
Size of board. Most nonprofits with boards have rela-
tively few members – over half (53 percent) have no 
more than 9 members (including 15 percent with no 
more than 4 members) and three-quarters (76 percent) 

have less than 15 members.23 Another fifth (19 percent) 
have between 15 and 29 members and only 4 percent 
have 30 members or more. The size of boards varies by 
nonprofit field, size, funding profile, and age. 
 
Figure 132: Governance structure used by age, Indiana 

nonprofits (n=1,922) 
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• Nonprofit field: Boards of mutual benefit nonprofits 

are disproportionately small (71 percent of those 
with boards have less than 10 members) followed by 
62 percent of environment and animal protection 
nonprofits. Health and arts, culture, and humanities 
nonprofits tend to have larger boards (about 47 and 
40 percent, respectively, have 15 members or more). 
See Figure 133. 

 
• Size: In general, the larger the organization the 

greater the number of board members. Organizations 
with more than $10 Million in annual revenues are 
the most likely (29 percent) to have extremely large 
board (greater than 30 members). Organizations with 
$250,000 to $499,999 are the most likely (52 per-
cent) to have between 15 and 29 board members, 
while organizations with no revenues are the most 
likely (41 percent) to have the fewest number of 
board members (1 - 4 members). See Figure 134. 

 
• Funding profile: Organizations that rely on govern-

ment sources for more than half of their revenues are 
the most likely to have a large number (15 or 
greater) of board members (47 percent). Other than 

                                                           
  23 We compute the total number of board members by adding 
the number of existing board members plus the number of va-
cant board positions. In cases where respondents only pro-
vided information on the number of existing board members, 
we assumed that the number of vacant positions was zero. 
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those with no revenues (74 percent) organizations 
that rely on dues, fees, or sales for more than half of 
their revenues (61 percent) are the most likely to 
have 9 or fewer board members. See Figure 135. 

 
Figure 133: Size of Board of Directors by major field, 

Indiana nonprofits (n=1,669) 
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Figure 134: Size of Board of Directors by total revenue, 

Indiana nonprofits (n=1,354) 
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• Age: Older organizations are likely to have larger 

numbers of board members than younger organiza-
tions. See Figure 136. 

 
Board committee structure: Almost three quarters (72 
percent) of existing boards use some form of committee 
structure to carry out their work, including on-going 
committees (54 percent) or committees or task forces for 
short-term tasks (18 percent). These features vary by size 
of board, nonprofit field, size, funding profile, and age.   
 
• Size of board: As we might expect, using commit-

tees to carry out the work of the organization varies 

greatly depending on the size of the board of direc-
tors. Almost all nonprofits with large boards (30 or 
more board members) use committees to carry out 
some or all work (92 percent), while only 25 percent 
of nonprofits with very small boards (1 to 4 mem-
bers) do so. See Figure 137. 

 
Figure 135: Size of Board of Directors by funding profile, 

Indiana nonprofits (n=1,553) 
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Figure 136: Size of Board of Directors by age, Indiana 

nonprofits (n=1,566) 
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• Nonprofit field: The use of committees or task forces 

is particularly prevalent among health (85 percent) 
and public and societal benefit nonprofits (80 per-
cent), compared to only 57 percent of mutual benefit 
and 41 percent of environment and animal protection 
nonprofits. See Figure 138.  
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Figure 137: Use of committees to carry out work by size of 
Board of Directors, Indiana nonprofits 
(n=1,621) 
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Figure 138: Percent using committee structures by major 

field, Indiana nonprofits (n=1,650) 
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• Size: Given the complexities of leading large organi-

zations, it is not surprising that, in general, the larger 
the organization the more likely it is to use some 
form of committees for at least some of the work of 
the board. The largest organizations ($10 million or 
greater) are the most likely to have committees for 
all or some of their work (81 percent). At the other 
extreme, the smallest organizations (those with no 
revenues) are the most likely to have no committees 
(62 percent). See Figure 139.  

 
• Funding profile: Organizations that rely on dona-

tions or special events for more than half of their 
revenues are the most likely to use committees for 
all or some of the work of the board (60 percent and 
59 percent, respectively). Other than those with no 
revenues, only organizations that rely on no single 
source for more than half of their revenues are more 
likely not to use committees (44 percent) than to use 

committees for all or some of their work (36 per-
cent). See Figure 140.  

 
Figure 139: Percent using committee structures by total 

revenue, Indiana nonprofits (n=1,332) 
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Figure 140: Percent using committee structures by funding 

profile, Indiana nonprofits (n=1,533) 
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• Age: In general, older organizations are more likely 

than younger organizations to use committees for at 
least some of the work of the board. See Figure 141.  

 
Challenges in managing boards of directors. Because 
nonprofit boards of directors have fiduciary and legal re-
sponsibilities for the organizations they serve, board-
related issues are relevant to most of the other financial, 
staff, volunteer, and program related challenges we ex-
amine in this report. Here we focus on whether nonprof-
its face challenges in recruiting and retaining qualified 
board members and in managing board staff relations.  
 
Challenge: Recruiting and retaining qualified board 
members: Almost two-thirds (62 percent) of Indiana 
nonprofits with their own board of directors face either a 
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major (28 percent) or minor challenge (34 percent) in re-
cruiting and retaining qualified board members. This is, 
however, fewer than say they face corresponding levels 
of challenges in recruiting non-board volunteers (41 per-
cent a major challenge, 38 percent a minor challenge). 
These patterns vary by nonprofit field, size, funding pro-
file, and age.  
 
Figure 141: Percent using committee structures by age, 

Indiana nonprofits (n=1,548) 
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• Nonprofit field: Environment and animal protection 

and health nonprofits are the most likely to consider 
board member recruitment and retention to be a ma-
jor challenge (51 and 46 percent respectively) and 82 
percent of health nonprofits say it is at least a minor 
challenge. Only 6 percent of mutual benefit nonprof-
its say it is a major challenge and almost half (48 
percent) say that recruiting and retaining board 
members does not apply to them or is not a chal-
lenge. See Figure 142. 

 
• Size: Recruiting and retaining qualified board mem-

bers is at least a minor challenge for at least 60 per-
cent of Indiana nonprofits, regardless of size except 
for those with no revenues (44 percent) and revenues 
of $500,000 - $999,999 (50 percent). The percent in-
creases to 73-74 percent for those with revenues of 
$1 million or more, suggesting that larger nonprofits 
find it at least as difficult to recruit and retain board 
members as smaller ones. See 143. 

 
─ Mid-sized nonprofits (revenues of $250,000 – 

$499,999) are most likely (41 percent) to say 
that recruiting and retaining board members is a 
major challenge, while the next larger category 
(revenues of $500,000 - $999,999) is the least 

likely to do so (21 percent), except for those 
with no revenues at all (14 percent). 

 
Figure 142: Percent saying recruiting and retaining Board 

members is a challenge by nonprofit field, 
Indiana nonprofits (n=1,579) 
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Figure 143: Percent with challenges in recruiting and 

retaining board members by total revenues, 
Indiana nonprofits (n=1,298) 
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• Funding profile: About two-thirds of nonprofits that 

rely mainly on donations (66 percent), special events 
(63 percent), or a mix of funding sources (which 
usually includes donations, 68 percent) say they face 
at least minor challenges in recruiting and retaining 
qualified board members. Nonprofits that rely on 
these types of revenues are likely to need board 
members that can play an active role in generating 
revenues, something many board members are not 
comfortable doing. See Figure 144. 

 
─ Nonprofits that rely on a mix of funding sources 

are the most likely (42 percent) to say it is a ma-
jor challenge to recruit and retain qualified board 
members. 
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Figure 144: Percent with challenges in recruiting and 
retaining board members by funding source, 
Indiana nonprofits (n=1,489) 
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─ Nonprofits that rely on government for more 

than half of their revenues are the least likely (21 
percent) to say recruiting and retaining qualified 
board members is a major challenge and the 
most likely (37 percent) to say it presents no 
challenge. 

 
• Age: Younger nonprofits are less likely than older 

ones to say they face a challenge in recruiting and 
retaining qualified board members, although the pat-
terns are not pronounced. This is somewhat surpris-
ing, since we would expect older nonprofits to have 
developed more extensive networks from which to 
recruit board members. See Figure 145. 

 
Figure 145: Percent with challenges in recruiting and 

retaining board members by age, Indiana 
nonprofits (n=1,492) 
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• Combined analysis – major challenge in recruiting 

and retaining qualified board members. When con-
sidering all factors jointly so as to predict which fea-

tures best predict whether Indiana nonprofits face a 
major challenge in recruiting and retaining qualified 
board members, we find that only nonprofit field is 
important. 

 
─ Nonprofits in the arts, culture and humanities 

and the mutual benefit fields are less likely to 
face a major challenge in recruiting and retain-
ing effective board members than the compari-
son group (human service nonprofits). 

 
Challenge: Managing board-staff relations: Over two-
fifths (43 percent) of Indiana nonprofits that have their 
own board of directors and paid staff say that they face 
some challenges in managing board-staff relationships. 
However, this tends to be a minor (35 percent) rather 
than a major challenge (8 percent). This varies by fund-
ing profile, but not by nonprofit field, size or age. 
 
• Size: Larger nonprofits are more likely to face chal-

lenges in managing board staff relations, as they are 
in managing human resources. Those with $10 mil-
lion or more in total revenues are the most likely (67 
percent) to say this is at least a minor challenge, 
compared to about a third of those with less than 
$100,000 and only a quarter (26 percent) of those 
with no revenues. See Figure 146. 
 

Figure 146: Percent with challenges in managing board-
staff relationship by total revenues, Indiana 
nonprofits with paid staff staff  or volunteers 
and their own board (n=1,405) 
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• Funding profile: Given the important role that board 

members typically play in fundraising it is not sur-
prising that nonprofits which rely mainly on dona-
tions (50 percent) or a mix of funding sources 
(which usually includes donations, 49 percent) say 
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they face at least minor challenges in managing 
board-staff relationships. See Figure 147. 
 

Figure 147: Percent with challenges in managing board-
staff relationship by funding profile, Indiana 
nonprofits with paid staff  or volunteers and 
their own board (n=1,625) 
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• Combined analysis – major challenge in managing 

board-staff relations. When considering all factors 
jointly so as to predict which features best predict 
whether Indiana nonprofits face a major challenge in 
managing board-staff relations, we find that only 
size of revenues is important. 

 
─ Nonprofits with no revenues are less likely and 

those with $10 million or more in annual reve-
nues are more likely to report having a major 
challenge in managing board-staff relations than 
the comparison group (nonprofits with revenues 
of $25,000 - $99,999). 

 
Board governance tools. We turn to a set of organiza-
tional features that relate to the work of boards of direc-
tors and to general governing practices of nonprofits in 
general. In particular, we examine whether Indiana non-
profits have written governance policies or by-laws or a 
written conflict of interest policy. 
 
Tool: Written governance policy. Nonprofits that have 
written governance policies or by-laws have codified 
their basic structure and established the ground rules for 
continuing to operate once founders or current members 
are no longer involved. Almost all (86 percent) Indiana 
nonprofits have such a basic document, but there are 
some differences by field, size, and funding profile. 
 

• Nonprofit field: Only 66 percent of mutual benefit 
nonprofits have formalized governance structures, 
compared to 85 percent or more for all other fields. 
See Figure 148. 

 
Figure 148: Percent with written governance policies/by-

laws by nonprofit field, Indiana nonprofits 
(n=2,031) 
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• Size: Almost all (95 percent or more) nonprofits with 

revenues of $100,000 or more have written govern-
ance policy or by-laws, but so do 85 percent or so of 
those with lower revenues, compared to 65 percent of 
those without any revenues. See Figure 149. 

 
Figure 149: Percent with written governance policies/by-

laws by total revenues, Indiana nonprofits 
(n=1,646) 
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• Funding profile: Only nonprofits that have no reve-

nues (64 percent), rely mainly on special events (78 
percent), or on dues, fees and sales (85 percent) de-
viate some from the overwhelming percentages that 
have written governance policies or by-laws that 
characterize other funding profiles (92 percent or 
more). See Figure 150. 
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Figure 150: Percent with written governance policies/by-
laws by funding profile, Indiana nonprofits 
(n=1,913) 
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• Combined analysis – written governance policy or 

by-laws. When considering all factors jointly so as to 
estimate which features best predict whether Indiana 
nonprofits have written governance policies or by-
laws, we find that a combination of size and funding 
profile remains important. 

 
─ The largest nonprofits, those with revenues of $1 

million or higher, are more likely than the com-
parison base (revenues of $25,000 - $99,999) to 
have written governance policies. 

 
─ Nonprofits that depend mainly on dues, fees or 

sales or on special events are less likely than 
those that rely on a mix of sources (the compari-
son base) to have written governance policies. 

 
Tool: Conflict of interest policy. Having a conflict of in-
terest policy indicates that the organization has seriously 
considered the role of trustees and laid the ground rules 
for good trustee behavior by taking steps to protect not 
only the interest of the organization, but also those of 
trustees. Only 30 percent of Indiana nonprofits have 
written conflict of interest policies, much fewer than the 
85 percent that have written governance policies. The 
prevalence of conflict of interest policies vary by non-
profit field, size, and funding profile,24 but not age. 

 
• Nonprofit field: The most striking finding is that 

over two-thirds (70 percent) of health nonprofits 
                                                           
24 When controlling for all other variables, the percent of non-
profits with a written conflict of interest does not vary by 
funding profile, therefore we do not analyze this relationship 
here. 

have written conflict of interest policies, almost 
twice as many as the next closest fields: public and 
societal benefit (36 percent) and human services (35 
percent). We suspect that this reflects strong institu-
tional pressures in the health field to institute such 
policies from funding, accreditation, and/or profes-
sional licensing requirements. See Figure 151. 

 
Figure 151: Percent with written conflict of interest policy 

by nonprofit field, Indiana nonprofits (n=1,983) 
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− Only about a fifth of nonprofits in the environ-

ment and animals (21 percent) or arts, culture 
and humanities (19 percent) fields have such 
policies, with mutual benefit nonprofits at only 
half that rate (11 percent)  

 
• Size: There is a strong relationship between size of 

revenues and having a written conflict of interest 
policy, although there are some deviations from the 
overall pattern. See Figure 152. 

 
Figure 152: Percent with written conflict of interest policy 

by total revenues, Indiana nonprofits (n=1,611) 
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• Combined analysis – written conflict of interest pol-
icy. When considering all factors jointly so as to es-
timate which features best predict whether Indiana 
nonprofits have written conflict of interest policies, 
we find that only size remains important. 

 
─ The largest nonprofits, those with revenues of $1 

million or higher, are more likely and those with 
revenues of $25,000 or less or no revenues at all 
are less likely than the comparison base (reve-
nues of $25,000 - $99,999) to have written con-
flict of interest policies. 

 
Conclusions and Implications. We draw several con-
clusions and implications from these findings. 
 
• Volunteers are vital. Almost three-quarters (72 per-

cent) of Indiana nonprofit organizations report using 
some volunteers over the past year. For those that 
do, volunteers are essential (36 percent) or very im-
portant (38 percent) to the operation of the nonprofit. 

 
• Few nonprofits have formal volunteer recruitment 

and training programs. While almost half (44 per-
cent) of nonprofits use 40 or more volunteers over 
the past year, very few have developed formal proc-
esses to recruit and train volunteers. Overall, only 
about a quarter of Indiana nonprofits has a formal 
volunteer recruitment (22 percent) or training pro-
gram (27 percent). Those with fewer than 15 volun-
teers are the least likely to have recruitment (11 per-
cent) or training (14 percent) programs, those with 
over 100 volunteers are the ones most likely to have 
formal recruitment (40 percent) and training (36 per-
cent) programs. 

 
• Age matters: managing volunteers. Volunteers play 

a more important role in older than younger nonprof-
its organizations. Older nonprofits also are more 
likely to have more volunteers than younger ones 
and to have institutionalized formal recruitment and 
training programs. 

 
• Age matters: recruiting/retaining board members: 

Younger nonprofits are less likely to report chal-
lenges in recruiting/retaining board members than 
older ones, suggesting that nonprofits encounter 
challenges as they seek to replace the initial group of 
founding board members in order to enhance their 
access to resources and community legitimacy. 

• Government funding matters: managing paid staff. 
Nonprofits that rely mainly on government funding 
have more employees than those that rely on other 
resource streams. They tend to face the greatest level 
of challenge in managing, recruiting and retaining 
paid staff, but are also the most likely to have the ba-
sic organizational structures in place with which to 
address these challenges, e.g., written job descrip-
tions and personnel policies. 

 
• Funding profile matters. Nonprofits that rely 

mainly on government or on a mix of sources are 
consistently more likely than those with other fund-
ing profiles to have written governance policies or 
by-laws or a written conflict of interest policy.  

 
• Nonprofit field matters some: staff. There are sig-

nificant differences between nonprofit fields in the 
presence and size of staff – nonprofits in the health 
and in the education fields have the largest staff, 
those in the mutual benefit and arts, culture and hu-
manities fields the smallest staff. However, there are 
no major differences by field in challenges related to 
managing human resources or recruiting and retain-
ing qualified staff, nor in the presence of written per-
sonnel policies or written job descriptions. 

 
• Size matters. Overall, larger nonprofits (most likely 

because they have more paid staff and volunteers) 
face greater challenges in managing staff and volun-
teer resources. However, they also are more likely 
than smaller nonprofits to have the organizational 
components in place to assist them in managing em-
ployees, volunteers, and board members. We suspect 
that larger nonprofits face a greater need to routinize 
governance procedures and minimize risks through 
written by-laws and conflict of interest policies. 

 




