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Thank you to our 2025 sponsors:



Over the past six years, the Lakeshore 
Nonprofit Alliance (LNA) has partnered 
with the Ottawa County Department of 
Strategic Impact (DSI) to create the tri-
annual Nonprofit Community 
Assessment (NCA). The NCA report 
provides insight into the overall status 
of the nonprofit community, tracking 
strategic, operational, financial, talent, 
and other characteristics. 

The following report contains the 5 key 
themes identified from the Lakeshore 
Nonprofit Alliance’s 2025 Nonprofit 
Community Assessment. Longitudinal 
analysis across the 2019, 2022, and 
2025 reports is included alongside 
2025 specific data, to demonstrate the 
most important successes and signs of 
strain that will be priorities in the 
coming years.

The 2025 Nonprofit Community 
Assessment received 74 responses. The 
previous two iterations of the survey in 
2019 and 2022 received 64 and 95 
responses, respectively. Though the 
amount of data and responses collected 
for this project is substantial, data 
should be interpreted with caution.

Not including the Executive Director, 96% of organizations 
have paid staff

7%

26%

35%

15%

17%

Under $100k

$100k to <$500k

$500k to <$2M

$2M up to <$5M

$5M or more

35% of organizations report an annual revenue between 
$500,000 and $2,000,000

Notes Total responses: 74 – paid staff; 69 – annual revenue

2025 Summary - Key Themes
Theme 1: Strategy, Governance & Operations    p.4
Theme 2: Executive Director Satisfaction & Burnout   p.7
Theme 3: Staff Recruitment & Retention     p.9
Theme 4: Volunteer Support       p.11
Theme 5: Board & Staff Relationships     p.12
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Theme 1: Strategy, Governance & Operations

Notes: Total responses: 59/90/71 – landscape knowledge in 2019/2022/2025; 59/91/72 – utilize data in 2019/2022/2025; 59/92/72 – strategic planning 
in 2019/2022/2025; 64 – overall effectiveness; 62/88/70 – meet demand in 2019/2022/2025
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0%

0%

2%

3%

2%

9%

20%

30%

34%

1 - Not effective

2

3

4

5 - Effective

6

7

8

9

10 - Highly effective

On average, organizations rate their overall 
effectiveness at achieving their missions 
as a 9 out of 10

However, signs of strain show in organizations’ 
ability to meet demand now and in the future. 
Organizations’ anticipation of being able to 
meet demand in the coming year declined 17% 
over the last 6 years. 

77% 80%

60%

2019 2022 2025

2019 2022 2025

% with strong landscape 
knowledge 69% 83% 86%

% that utilize data 58% 64% 68%

% engaged in strategic   
planning 66% 73% 78%

Strategy, Governance & Operations are broadly 
improving for LNA nonprofits. Compared to 2019, 
more organizations have extensive or solid knowledge 
of the program landscape, utilize data to make 
improvements to programs, and are conducting 
engaged and action-oriented strategic planning.
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5.6 6

5.3 5.8

5.2 5.6

4.3 5.5

4.5 5.4

Leadership development

Fundraising

Database/informa
tion systems 
development

Human resources

Legal/liability

All capacity building disciplines are 
trending upward from 2019 to 2025. 
Across all 21 categories, respondents 
rated their likelihood of seeking 
outside help an average 0.5 points 
higher on 10-point scale.

Organizations recognize the 
importance of these disciplines and 
are more likely to supplement and/or 
increase their internal capacity by 
engaging external partners.

Organizations were asked to rate various ‘organizational 
strengths’ from 1-10. Every single strength, save one, increased 
or stayed stable from 2019 to 2025 including transparency and 
accountability and strategic alliances/partnerships.

7.7 8.3

6.7 7.4

Transparency & 
accountability

Strategic 
alliances/partne

rships

Other key priorities like financial 
management and program 
development have maintained ratings 
over 7 out of 10.

2019 2022 2025

Financial 
management 7.6 7.8 7.9

Program 
development 7.5 7.4 7.4

Strategic 
alliances/ 

partnerships

Theme 1: Strategy, Governance & Operations

Notes 55-59/61-67 organizations provided capacity building data in 2019/2025; 55-59/79-88/63-67 organizations provided organization strength 
data in 2019/2022/2025 

Database/information 
systems development
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Theme 1: Strategy, Governance & Operations

Notes 55-58/65-68 organizations provided policy data in 2019/2025

63% 77%

61% 78%

63% 78%

64% 79%

75% 79%

67% 81%

76% 84%

60% 89%

76% 89%

84% 90%

76% 91%

73% 91%

86% 95%

93% 97%

Family and medical leave policy

Electronic and social media policy

Technology policies

Gift acceptance policy

Drug and alcohol-free workplace policy

Whistleblower policy

Volunteer policy or procedure

Privacy policy

Code of ethic policy

Personnel policy / Employee handbook

Sexual harassment policy

Employee expense reimbursement policy

Confidentiality policy

Conflict of interest policy

For many operational policies, the percent of organizations that reported having the policy in 2025 was 
higher than the percent reported in 2019

Prepared by the Ottawa County Department of Strategic Impact (2026)
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Theme 2: Executive Director Satisfaction & Burnout

Notes Total responses: 66 – base salary of full-time ED; 59/79/68 – ED satisfaction in 2019/2022/2025

While 67% of Executive Directors are satisfied with their 
jobs in 2025…

22%

67%

3%

6%

2%

Extremely satisfied

Satisfied

Neither satisfied nor dissatisfied

Dissatisfied

Extremely dissatisfied

59%
52%

22%

…the proportion that are extremely satisfied has more 
than halved since 2019.

This is representative of a notable trend of the 
difficulties faced by Executive Directors. Pay may be 
increasing, $8,000 on average since 2022, but they 
overwhelmingly report that the workload and pace 
are having an impact.

Executive Director Satisfaction & Burnout are 
important topics to monitor for an organization’s 
long-term performance and stability. Energized 
and motivated leadership can better navigate 
crises and plan for the future.

2019 2022 2025

$99,038 is the average base salary for Executive 
Directors, with a range from $30,000 to $330,000

$62,187 

$87,857 

$103,873 

$182,702 

$30,000 

$65,000 

$74,080 

$124,000 

$92,000 

$150,000 

$150,000 

$330,000 

Under $500k

$500k to <$2M

$2M to <$5M

$5M or more
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Theme 2: Executive Director Satisfaction & Burnout

Notes Total responses: 67 – exhaustion, 66 – professional efficacy; 66 – negativity; 81 – ED feeling burnout in 2022; 17 – feeling of whose anticipate leaving

In total, 48% of Executive Directors express all three of the listed negative feelings on some level and only 
14% report not feeling any listed at all. Though these questions were new in 2022, sentiment increased for 
each, particularly in feelings of exhaustion (50%).

Executive Directors who anticipate leaving their position in the next three years reported these negative 
feelings 8% to 19% more than all Directors. 

20%

25%

33%

16%

6%

1 - Not feeling at all

2

3

4

5 - Feeling all the time

80% of Directors feel some level 
of exhaustion or lack of energy

Executive directors were asked to identify if they were feeling any of the following negative feelings related to job 
satisfaction and burnout:

44%

36%

14%

1%

5%

1 - Not feeling at all

2

3

4

5 - Feeling all the time

56% feel some level of reduced 
professional efficacy

38%

30%

20%

11%

1%

1 - Not feeling at all

2

3

4

5 - Feeling all the time

62% feel some level of negativity 
or cynicism
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Theme 3: Staff Recruitment & Retention

Notes Total responses: 70 – staff compensation satisfaction; 67- base salary of full-time 2nd highest paid employee; 55 – base salary of full-time 
lowest paid employee

$75,860 is the average base salary for the 2nd highest paid full-time 
employee with a range of $40,000 to $195,556

$43,250

$40,000

$60,000

$74,000

$58,500

$63,058

$76,016

$123,751

$123,000

$100,000

$89,474

$195,556

Under $500k

$500k to <$2M

$2M to <$5M

$5M or more

Staff Recruitment & Retention 
are complex topics that address 
all manner of policies, 
compensation, and benefits.

Salaries for the 2nd highest paid 
and lowest full-time employees 
increased between $7,000 and 
$9,000 since 2022. Despite the 
increase, only 33% of Executive 
Directors feel their employees 
are fairly compensated.

14%

47%

33%

3%

0%

Very 
undercompensated

Somewhat 
undercompensated

Fairly compensated

Somewhat 
overcompensated

Very 
overcompensated

$41,924 is the average base salary for the lowest paid full-time 
employee with a range of $26,000 to $66,000

$26,000

$26,667

$29,000

$27,560

$46,378

$43,533

$35,323

$37,741

$66,000

$62,400

$43,888

$46,800

Under $500k

$500k to <$2M

$2M to <$5M

$5M or more
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Theme 3: Staff Recruitment & Retention

Notes Total responses: 68 - struggle to attract talent; 68 – staff retention; 71 – health insurance; 59/71 – ED cash bonus in 2019/2025; 61/72 – staff cash 
bonus in 2019/2025

32%

12%

3%

46%

7%

Health insurance not offered

Health insurance offered to only full-time employees

Health insurance offered to only full- and part-
time employees

Health insurance offered to only full-time 
employees and their families

Health insurance offered to full-time employees, 
part-time employees and their families

68% of organizations offer some form of health insurance
Salary and benefits for staff at all 
levels has seen an increase, and 
turnover and retention strategies 
have stayed relatively consistent.

This can help explain why 
organizations rate the challenge to 
find quality staff a 5 out of 10 on 
average and why staff retention is 
only a concern for less than a third 
of organizations.

Cash bonuses are representative of the increased auxiliary benefits, 
seeing large increases for both staff and executive directors from 
2019 to 2025

38%

20%

0% 20% 40% 60% 80% 100%

46%

18%

0% 20% 40% 60% 80% 100%

% offering Executive Directors bonuses

2019

2025

2019

2025

% offering staff bonuses

  

Concern
32%

Not a 
concern

68%
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Theme 4: Volunteer Support

Notes Total responses: 64 – number of volunteers; 62 – volunteer hours; 58/79-80/67-68 organizations provided volunteer policy data in 2019/2022/2025

Support for volunteers is waning 
with a reduction in gratitude 
from staff toward volunteers…

52%

61%

46%

72% 73%

62%

85% 84%

75%

…less volunteers receiving an 
orientation or proper training…

…and a slight decrease in 
organizations with volunteer 
job descriptions. 

This is further emphasized by the fact that volunteer recruitment and management is the only organizational 
strength that has decreased since 2019.

Volunteers are the backbone for many organizations. Across the 74 organizations that responded to the survey, 
a total 14,739 volunteers contributed 418,259 hours last year. 

2019 2022 2025 2019 2022 2025 2019 2022 2025

Prepared by the Ottawa County Department of Strategic Impact (2026)



Prepared by the Ottawa County Department of Strategic Impact (2026)

Nonprofit Community Assessment  - 2025 p.12

Theme 5: Board & Staff Relationships

Notes 55-62/77-90/66-71 organizations provided board and staff relationship data in 2019/2022/2025 

Positive relationships and 
appreciation between Board 
members and staff have been 
decreasing...

…as well as Board 
members not attempting  
to influence staff behavior 
or program management.

94% 92%

75%
78% 80%

62%

0%

3%

4%

35%

58%

However, at the leadership level, 
93% of Executive Directors agree 
or strongly agree that they have a 
good relationship with the Board.

Strongly 
disagree

Disagree

Neither agree 
nor disagree

Agree

Strongly 
agree

Board & Staff Relationships are critical to ensure healthy communication and alignment on strategy. 
When relationships fail, fundraising, morale, and mission delivery can be impacted. 

2019 2022 2025 2019 2022 2025
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