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Summary & Key Findings:
Continuing Growth, Confidence and Change

Despite the turbulence of 2016, our survey of nonprofit 
salaries reflects continuing and steady growth in the 
nonprofit sector, both nationally and in the greater 
Philadelphia area.  PNP’s 2016-17 Salary Report reveals 
sector growth based on confidence in the future, but also 
accompanied by changes in priorities, staff composition, 
and demographics. 

Despite the many challenges nonprofit organizations face, 
positive trends have been documented by PNP’s surveys 
over the past three years, and are strongly confirmed in 
this year’s report.  

This sense of confidence throughout the sector is based on 
the fact that financial and public support for nonprofit 
institutions was at an all-time high in 2016, and is projected 
to continue in 2017.

Some key findings in this year’s report include:
• Number of staff increased in 2016 in half of Philadelphia 
   area nonprofits 
• Staff salaries in nonprofits rose overall – with 80% raising 
   salaries, at least by a cost-of-living percentage 
• Staff benefits have stayed fairly constant for most 
   organizations and 29% reported that they increased 
   benefits in 2016
• More nonprofits than ever reported heightened interest 
   and investment in training and professional development 
   programs and opportunities for staff
• Growth in programs and services was reported by 76% of 
   the organizations surveyed
• More than half (54%) of Philadelphia area nonprofits plan 
   to add staff in 2017

In addition, the flow of employees into the sector has 
continued to increase.  With the influx of Millennials into 
key positions and leadership roles, organizations have 
started to benefit from the new vitality, energy, and innova-
tion brought in by a young group of talented staff.  

Recruiting Talent for Growth and Change 

In 2015, PNP’s Salary Survey found that the principal 
challenge for nonprofits and associations heading into 
2016 was the issue of talent management – that is, 
recruiting and retaining the best and most capable staff 
in an increasingly competitive marketplace. 

Our 2016 survey showed that the challenge of attracting 
and managing talent continues as a dominant theme, 
and will clearly remain a top-priority in 2017. The critical 
importance of recruitment and retention are reflected 
in this year’s salary changes.

For the first time in PNP’s four years of surveying 
Philadelphia area nonprofits, the number one reason 
given for staff increases is program growth, followed 
by overall organizational growth and turnovers – three 
interrelated change factors. 

Overall, nonprofit leaders and managers reported 
confidence in the future as they head into 2017.  
  

SURVEY FINDINGS FOR GREATER PHILADELPHIA AREA 
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Program Growth 

Organizational 
Growth    

Organizational 
Restructuring 

Enhanced Outreach 
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Special Projects 

Turnover and 
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Reasons for Projected Increases in Hiring Staff in 2017
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I. HIRING

Respondents indicated that, with much of the sector expanding 
and with numerous organizations reporting robust growth in 
2016, opportunities for employment in the sector increased.

On the other hand, competition for talent also continued, and 
the need to make hiring decisions efficiently, effectively, 
and quickly, armed with accurate information about trends, 
is more critical now than ever. 

More than half of Philadelphia area nonprofits say they plan to 
add staff in 2017, and virtually none anticipate decreasing their 
number of staff.

For those organizations with plans for growth and expansion, 
developing a strategic hiring plan for 2017 is essential. 
With talent competition at an all- time high in the nonprofit 
sector, those organizations that offer a great place to work 
and good compensation will attract the best. 

Nonprofits may have compelling missions -- but mission alone, 
though important, may not attract the talent you need. 
Organizations that want to attract great staff must present and 
brand themselves in the workplace and in the marketplace 
as a great place to work.

The days of unattractive work environments, too much internal 
chaos, not enough pay, and grueling schedules no longer give 
an organization an attractive and competitive presence in the 
marketplace for talent. 

Our survey findings make clear that a large number of nonprofits 
(64%) acknowledged that they are purposefully addressing issues 
of overall job satisfaction internally, as well as the need 
to be seen as an attractive work environment externally. 
Being seen as a good place to work is especially significant to 
younger people who are seeking organizations that are not 
only in a growth mode in funding, program and staffing, 
but which are also perceived as good places for personal and 
professional growth.

II. WHAT MAKES A GOOD JOB 

In the context of increased competition for talent and changing 
priorities, PNP’s survey found that more nonprofits and associa-
tions are looking closely at issues of job satisfaction. In answer to 
the question, How would you rate the current job satisfaction 
level of your non-executive staff? a majority of 2016 respondents 
noted a need for internal improvement. Job satisfaction has 
become an increasingly important issue for recruitment and 
retention for any organization. 
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Staff Changes in 2016

Number of
Staff Increased

50%Number of Staff 
Decreased
12%

No Change in 
Number of Staff
38%

Staff Changes Projected for 2017

Unsure at
Time of Survey

14%
Number of Staff 
Will Increase
54%

Number of Staff Will 
Decrease
3%

No Change in Number
of Staff Planned

29%

Rating Staff Job Satisfaction in Organizations

Needs work
on specific issues

64%

Strong esprit de corps
17%

Difficulty holding on 
to talent
4%

Needs improvement
15%

PHILADELPHIA AREA FINDINGS AND TRENDS 



III. SIGNIFICANT STAFFING CONSIDERATIONS 
      FOR THE FUTURE

<ĞǇ�ĨĂĐƚŽƌƐ�ĂīĞĐƟŶŐ�ƚĂůĞŶƚ�ŵĂŶĂŐĞŵĞŶƚ�ŝŶ�ŽƵƌ�ϮϬϭϱ�ZĞƉŽƌƚ�
ǁĞƌĞ�ĐŽŶĮƌŵĞĚ�ŝŶ�ϮϬϭϲ�ĂŶĚ�ǁŝůů�ŚĂǀĞ�ŽŶͲŐŽŝŶŐ�ŝŵƉĂĐƚ�ĂŶĚ�
ŝŵƉŽƌƚĂŶĐĞ�ŝŶ�ϮϬϭϳ͘
ͻ��Ɛ�ƚŚĞ�ŶŽŶƉƌŽĮƚ�ƐĞĐƚŽƌ�ĐŽŶƟŶƵĞƐ�ƚŽ�ŐƌŽǁ͕�ƐŽ�ǁŝůů�ƚŚĞ�
���ĐŽŵƉĞƟƟŽŶ�ŝŶ�ƚŚĞ�ŵĂƌŬĞƚƉůĂĐĞ�ĨŽƌ�ƚŽƉ�ƚĂůĞŶƚ
ͻ���ĐŽŵƉĞƟƟǀĞ�ĚĞŵĂŶĚ�ĨŽƌ�ƚŚĞ�ďĞƐƚ�ĂŶĚ�ŵŽƐƚ�ĐĂƉĂďůĞ�ƐƚĂī�
���ŵĞĂŶƐ�ĂŶ�ŝŶƚĞŶƐŝĮĞĚ�ĨŽĐƵƐ�ŽŶ�ĐŽŵƉĞƟƟǀĞ�ƐĂůĂƌŝĞƐ
ͻ�dŚĞ�ϮϬϭϲ�ƐƵƌǀĞǇ�ĐůĞĂƌůǇ�ƐŚŽǁƐ�ƚŚĞ�ĞīĞĐƚƐ�ĂŶĚ�ŝŵƉůŝĐĂƟŽŶƐ�
���ŽĨ�ƚŚĞ�ƐƚĞĂĚŝůǇ�ŐƌŽǁŝŶŐ�ĂŶĚ�ƚƌĂŶƐĨŽƌŵĂƟǀĞ�ƉƌĞƐĞŶĐĞ�ŽĨ�
���DŝůůĞŶŶŝĂůƐ�ŝŶ�ƚŚĞ�ƐĞĐƚŽƌ͘�dŚŝƐ�ŐĞŶĞƌĂƟŽŶ͕�ĂůƐŽ�ƌĞĨĞƌƌĞĚ�ƚŽ�ĂƐ�
���'ĞŶ�z�;ďŽƌŶ�ďĞƚǁĞĞŶ�ϭϵϴϬ�ĂŶĚ�ϭϵϵϱͿ͕�Ă�ƐŝŐŶŝĮĐĂŶƚůǇ�ůĂƌŐĞ�
���ŐƌŽƵƉ͕�ŚĂƐ�ŵŽǀĞĚ�ŝŶƚŽ�ůĞĂĚĞƌƐŚŝƉ�ƌŽůĞƐ�ĂŶĚ�ƉŽƐŝƟŽŶƐ�ƚŚƌŽƵŐŚͲ
���ŽƵƚ�ƚŚĞ�ƐĞĐƚŽƌ͘�dŚŝƐ�ŐĞŶĞƌĂƟŽŶĂů�ĐŚĂŶŐĞ�ŝƐ�ŚĂǀŝŶŐ�Ă�ƉƌŽĨŽƵŶĚ�
���ĞīĞĐƚ�ŽŶ�ƐƚĂī�ƌĞĐƌƵŝƟŶŐ�ĂŶĚ�ƌĞƚĞŶƟŽŶ�ƉƌŝŽƌŝƟĞƐ͕�ƉŽůŝĐŝĞƐ͕�
���ĂŶĚ�ƉƌĂĐƟĐĞƐ͘

�ƌĂŶĚŝŶŐ�ǇŽƵƌ�ŽƌŐĂŶŝǌĂƟŽŶ�ĂŶĚ�ƉƌŽǀŝĚŝŶŐ�ŐŽŽĚ�ƌĞĂƐŽŶƐ�ĨŽƌ�ŶĞǁ͕�
ǇŽƵŶŐ�ĞŵƉůŽǇĞĞƐ�ƚŽ�ĐŽŵĞ�ŽŶ�ďŽĂƌĚ�ĂŶĚ�ƐƚĂǇ�ŝƐ�ƚŚĞ�ŵŽƐƚ�ĐƌŝƟĐĂů�
ƐƚĂĸŶŐ�ŝƐƐƵĞ�ĨŽƌ�ϮϬϭϳ͘����Ɛ�ƚŚĞ�ƐƚĂī�ƉƌŽĮůĞ�ĐŽŶƟŶƵĞƐ�ƚŽ�ĐŚĂŶŐĞ͕�
ŽƌŐĂŶŝǌĂƟŽŶƐ�ŵƵƐƚ�ŬĞĞƉ�ƵƉ�ǁŝƚŚ�ĐŚĂŶŐŝŶŐ�ĞǆƉĞĐƚĂƟŽŶƐ�ĨŽƌ�ďŽƚŚ�
ŵĂŶĂŐĞŵĞŶƚ�ĂŶĚ�ƐƚĂī�ĂŶĚ�ŽīĞƌ�ƚŚŽƐĞ�ƚŚŝŶŐƐ�ƚŚĂƚ�ĞŶĐŽƵƌĂŐĞ�
ƉĞŽƉůĞ�ƚŽ�ďĞ�ƉƌŽĚƵĐƟǀĞ͕�ĞŶŐĂŐĞĚ�ĂŶĚ�ĐŽŵŵŝƩĞĚ͘

IV. EXPECTED LENGTH OF TIME ON THE JOB 

KŶĞ�ŽĨ�ƚŚĞ�ŵŽƌĞ�ƐƵƌƉƌŝƐŝŶŐ�ĮŶĚŝŶŐƐ�ŽĨ�ŽƵƌ�ϮϬϭϲ�ƐƵƌǀĞǇ�ŝƐ�ƚŚĞ�
ĞǀŝĚĞŶƚ�ĐŚĂŶŐĞ�ŝŶ�ŵĂŶĂŐĞŵĞŶƚ͛Ɛ�ĞǆƉĞĐƚĂƟŽŶƐ�ĨŽƌ�ŚŽǁ�ůŽŶŐ�
ŶĞǁ�ŚŝƌĞƐ�ǁŝůů�ƐƚĂǇ�ǁŝƚŚ�ƚŚĞŝƌ�ŽƌŐĂŶŝǌĂƟŽŶ͘�

/Ŷ�ŽƵƌ�ϮϬϭϱ�ƐƵƌǀĞǇ͕�ϳϵй�ŽĨ�ĞŵƉůŽǇĞƌƐ�ŝŶĚŝĐĂƚĞĚ�ƚŚĂƚ�ŝĨ�Ă�ĐĂŶĚŝͲ
ĚĂƚĞ�ŚĂĚ�ŚĞůĚ�ϯ�ƚŽ�ϰ�ƉŽƐŝƟŽŶƐ�ŝŶ�Ă�ƚĞŶ�ǇĞĂƌ�ƉĞƌŝŽĚ͕�they would 
bring it up in an interview.

/Ŷ�ϮϬϭϲ͕�ϳϴй�ĂŶƟĐŝƉĂƚĞ͕�ĂŶĚ�ĂĐĐĞƉƚ͕�ƚŚĂƚ�Ă�ŶĞǁ�ĞŵƉůŽǇĞĞ�
ŵĂǇ�ŶŽƚ�ŵĂŬĞ�ŵŽƌĞ�ƚŚĂŶ�Ă�Ϯ�ƚŽ�ϯ�ǇĞĂƌ�ĐŽŵŵŝƚŵĞŶƚ�ƚŽ�
ƚŚĞŝƌ�ŽƌŐĂŶŝǌĂƟŽŶ͘

>ŽŽŬŝŶŐ�ƚŽǁĂƌĚƐ�ϮϬϭϳ͕�ǁĞ�ƐĞĞ�ƚŚĂƚ�ƚƌĂĚŝƟŽŶĂů�ƌĞƚĞŶƟŽŶ�ĞǆƉĞĐƚĂͲ
ƟŽŶƐ�ĂƌĞ�ĐŚĂŶŐŝŶŐ�ƚŚƌŽƵŐŚŽƵƚ�ƚŚĞ�ƐĞĐƚŽƌ͘��EŽŶƉƌŽĮƚ�ŵĂŶĂŐĞƌƐ�
ĂƌĞ�ďĞŐŝŶŶŝŶŐ�ƚŽ�ƵŶĚĞƌƐƚĂŶĚ�ƚŚĂƚ�ƚĂůĞŶƚĞĚ�DŝůůĞŶŶŝĂůƐ�ĂƌĞ�ŵŽƌĞ�
ĂƉƚ�ƚŽ�ƐƚĂǇ�ŝŶ�Ă�ũŽď�ŝĨ�ƚŚĞǇ�ĐŽŶƟŶƵĞ�ƚŽ�ĨĞĞů�ƚŚĞǇ�ĐĂŶ�ůĞĂƌŶ�ĂŶĚ�
ĚĞǀĞůŽƉ͕�ŚĂǀĞ�ƌĞĂƐŽŶĂďůĞ�ŶĞĂƌͲƚĞƌŵ�ƉƌŽƐƉĞĐƚƐ�ĨŽƌ�ƉƌŽŵŽƟŽŶ�
ĂŶĚ�ĨŽƌ�ŝŶĐƌĞĂƐĞƐ�ŝŶ�ĐŽŵƉĞŶƐĂƟŽŶ͘��KƚŚĞƌǁŝƐĞ͕�ƚŚĞǇ�ŵŽǀĞ�ŽŶ͘

V.  NONPROFITS STEPPING UP 

/Ŷ�ƚŚŝƐ�ǇĞĂƌ͛Ɛ�ƐƵƌǀĞǇ͕�ǁĞ�ĂƐŬĞĚ�ƌĞƐƉŽŶĚĞŶƚƐ�ƚŽ�ŶŽƚĞ�ŚŽǁ�ƚŚĞŝƌ�
ŶŽŶƉƌŽĮƚ�ŽƌŐĂŶŝǌĂƟŽŶ�ŵĞĂƐƵƌĞĚ�ƵƉ�ĂƐ�Ă�ƉůĂĐĞ�ƚŽ�ǁŽƌŬ͘�
dŚĞ�ƌĞƐƵůƚƐ�ŽĨ�ƚŚŝƐ�ƐĞůĨͲĂƐƐĞƐƐŵĞŶƚ�ǁĞƌĞ�ĨĂŝƌůǇ�ƉŽƐŝƟǀĞ͕�ďƵƚ�ĂůƐŽ�
ƉŽŝŶƚĞĚ�ƚŽ�ǁĞĂŬŶĞƐƐĞƐ�ĂŶĚ�ĂƌĞĂƐ�ŽĨ�ĐŽŶĐĞƌŶ͘��ĞĐĂƵƐĞ�ŽĨ�
ŝŶĐƌĞĂƐĞĚ�ĐŽŵƉĞƟƟŽŶ�ĨŽƌ�ƚĂůĞŶƚ͕�ŶŽŶƉƌŽĮƚƐ�ƚŚĂƚ�ǁĂŶƚ�ƚŽ�ŐƌŽǁ�
ƐƵĐĐĞƐƐĨƵůůǇ�ĂƌĞ�ƉĂǇŝŶŐ�ĂƩĞŶƟŽŶ�ƚŽ�ŵĞĂƐƵƌĞƐ�ŽĨ�ĞǆĐĞůůĞŶĐĞ͘�
,ĞƌĞ�ŝƐ�ǁŚĂƚ�ƚŚĞǇ�ŶŽƚĞĚ�ĂďŽƵƚ�ƚŚĞŵƐĞůǀĞƐ͗
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dŽƉ�,ŝƌŝŶŐ��ŽŶƐŝĚĞƌĂƟŽŶƐ�ĨŽƌ�^ƚĂī�ŝŶ�ϮϬϭϲʹϮϬϭϳ

Training & Professional 
Development  

�ůĞĂƌůǇ��ĞĮŶĞĚ�dƌĂĐŬƐ�ƚŽ�
WƌŽŵŽƟŽŶƐ�Θ�^ĂůĂƌǇ�/ŶĐƌĞĂƐĞƐ��

/ŶƚĞƌĞƐƚ�ŝŶ�͞ƚĞĂŵ�ŽƌŝĞŶƚĞĚ͟�
�ǀĞŶƚƐ�Θ��ĐƟǀŝƟĞƐ�

�ĞƐŝƌĞ�ĨŽƌ�'ƌĞĂƚĞƌ�͞&ůĞǆ�dŝŵĞ͟�

�ďůĞ�ƚŽ�tŽƌŬ�&ƌŽŵ�,ŽŵĞ��

KŶͲƚŚĞͲ:Žď�WƌĂĐƟĐĞƐ�ƚŽ�
&ŽƐƚĞƌ�͞,ŽůŝƐƟĐ�,ĞĂůƚŚ͟�

tŽƌŬ�ƚŚĂƚ�͞�ŶŐĂŐĞƐ�ĂŶĚ�
^ƚƌĞƚĐŚĞƐ͟�ĂŶ��ŵƉůŽǇĞĞ�

58%

54%

49%

56%

57%

40%

39%

/ŵƉŽƌƚĂŶƚ�DĞĂƐƵƌĞƐ�ŽĨ��ǆĐĞůůĞŶĐĞ�ŝŶ�'ƌŽǁŝŶŐ�KƌŐĂŶŝǌĂƟŽŶƐ

KƌŐĂŶŝǌĂƟŽŶ�ǀĂůƵĞƐ�ƚĂůĞŶƚ�
ĂŶĚ�ŶŽƚ�ũƵƐƚ�ƚĞŶƵƌĞ�

�ůĞĂƌ�ƐƚĂŶĚĂƌĚƐ�ĂŶĚ�ŐƵŝĚĞůŝŶĞƐ�
ĨŽƌ�ĂĐĐŽƵŶƚĂďŝůŝƚǇ�ĂƌĞ�ƐŚĂƌĞĚ�

^ƚĂī�ĨĞĞů�Ă�ƐƚĂŬĞ�ŝŶ�
ŽƌŐĂŶŝǌĂƟŽŶ͛Ɛ�ƐƵĐĐĞƐƐ�

KƌŐĂŶŝǌĂƟŽŶ�ŝƐ�ĐŚĂƌĂĐƚĞƌŝǌĞĚ�
ďǇ�Ă�͞ƚĞĂŵ͟�ƐƉŝƌŝƚ�

KƌŐĂŶŝǌĂƟŽŶ�ŚĂƐ�Ă�ĐƵůƚƵƌĞ�ŽĨ�
ƉĞƌĨŽƌŵĂŶĐĞ�ĂŶĚ�ĞŶŐĂŐĞŵĞŶƚ�

79%

76%

70%

68%

56%

2016–2017 FINDINGS AND TRENDS
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PHILADELPHIA AREA SALARY RANGES
POSITIONS BUDGET SIZES AND 2016 SALARIES
Management $2M - 5M $5.1M - 10M $10.1M - 20M over $20M
CEO/President 120-140K 130-170K 170-220K 220-270K
Exec. Vice President NA 100-120K 120-160K 150-200K
�ǆĞĐƵƟǀĞ��ŝƌĞĐƚŽƌ� ϭϬϬͲϭϮϬ<� ϭϮϬͲϭϱϬ<� ϭϰϬͲϭϴϬ<� ϭϳϱͲϮϯϬ<
�ŚŝĞĨ�KƉĞƌĂƟŶŐ�KĸĐĞƌ� ϴϬ�ϵϬ<� ϵϬͲϭϮϬ<� ϭϮϬͲϭϱϬ<� ϭϱϬͲϭϵϬ<
Finance $2M - 5M $5.1M - 10M $10.1M - 20M over $20M
�&KͬsW�&ŝŶĂŶĐĞ� ϵϬͲϭϭϬ<� ϭϭϬͲϭϯϬ<� ϭϯϬͲϭϲϬ<� ϭϱϬͲϭϵϬ<
�ŝƌĞĐƚŽƌ�ŽĨ�&ŝŶĂŶĐĞ� E�� ϴϬͲϵϬ<� ϵϬͲϭϮϬ<� ϭϮϬͲϭϲϬ<
�ŽŶƚƌŽůůĞƌ� ϲϬͲϳϬ<� ϲϬͲϴϬ<� ϴϬͲϵϬ<� ϵϬͲϭϭϬ<
^ƚĂī��ĐĐŽƵŶƚĂŶƚ� ϱϬͲϲϬ<� ϱϬͲϲϬ<� ϲϬͲϳϬ<� ϲϬͲϳϱ<
�ŽŽŬŬĞĞƉĞƌ� ϰϬͲϱϬ<� ϰϬͲϱϬ<� ϱϬͲϲϬ<� ϲϬͲϳϬ<
Fundraising $2M - 5M $5.1M - 10M $10.1M - 20M over $20M
sWͬ�ŚŝĞĨ��ĞǀĞůŽƉŵĞŶƚ�KĸĐĞƌ� ϴϬͲϭϬϬ<� ϭϬϬͲϭϰϬ<� ϭϰϬͲϭϳϬ<� ϭϲϬͲϮϬϬ<
�ŝƌĞĐƚŽƌ�ŽĨ��ĞǀĞůŽƉŵĞŶƚ� ϳϬͲϴϬ<� ϴϬͲϭϬϬ<� ϵϬͲϭϮϬ<� ϭϮϬͲϭϲϬ<
�ŝƌĞĐƚŽƌ�ŽĨ�DĂũŽƌ�'ŝŌƐ� E�� E�� ϴϬͲϭϬϬ<� ϭϬϬͲϭϯϬ<
�ŝƌĞĐƚŽƌ�ŽĨ�&ŽƵŶĚĂƟŽŶ�ͬ���ŽƌƉŽƌĂƚĞ�ZĞůĂƟŽŶƐ� ϲϬͲϳϬ<� ϳϬͲϴϬ<� ϴϬͲϵϬ<� ϵϬͲϭϮϬ<
�ŝƌĞĐƚŽƌ�ŽĨ�^ƉĞĐŝĂů��ǀĞŶƚƐ� E�� ϲϬͲϳϬ<� ϲϬͲϳϬ<� ϳϬͲϵϬ<
'ƌĂŶƚƐ�tƌŝƚĞƌ� ϱϬͲϲϬ<� ϱϬͲϲϬ<� ϲϬͲϳϬ<� ϲϬͲϳϬ<
�ĞǀĞůŽƉŵĞŶƚ��ƐƐŽĐŝĂƚĞ� ϰϬͲϱϬ<� ϰϬͲϱϬ<� ϱϬͲϲϬ<� ϱϬͲϲϬ<
�ĞǀĞůŽƉŵĞŶƚ��ƐƐŝƐƚĂŶƚ� ϯϱͲϰϬ<� ϯϱͲϰϬ<� ϰϬͲϱϬ<� ϰϬͲϱϬ<
DĂƌŬĞƟŶŐ�Θ��ŽŵŵƵŶŝĐĂƟŽŶƐ� ΨϮD�Ͳ�ϱD� Ψϱ͘ϭD�Ͳ�ϭϬD� ΨϭϬ͘ϭD�Ͳ�ϮϬD� ŽǀĞƌ�ΨϮϬD
sW�ŽĨ�DĂƌŬĞƟŶŐͬ�ŽŵŵƵŶŝĐĂƟŽŶƐ� E�� ϵϬͲϭϬϬ<� ϭϬϬͲϭϮϬ<� ϭϮϬͲϭϱϬ<
�ŝƌĞĐƚŽƌ�ŽĨ�DĂƌŬĞƟŶŐͬ�ŽŵŵƵŶŝĐĂƟŽŶƐ� ϳϬͲϴϬ<� ϳϬͲϴϬ<� ϴϬͲϵϬ<� ϴϬͲϭϬϬ<
�ŝƌĞĐƚŽƌ�ŽĨ��ĚǀŽĐĂĐǇͬ'ǀƚ͘�ZĞůĂƟŽŶƐ� E�� ϳϬͲϴϬ<� ϴϬͲϵϬ<� ϴϬͲϭϬϬ<
DĂƌŬĞƟŶŐͬ�ŽŵŵƵŶŝĐĂƟŽŶƐ��ƐƐŽĐŝĂƚĞ� ϰϬͲϱϬ<� ϰϬͲϱϬ<� ϱϬͲϲϬ<� ϲϬͲϳϱ<
^ŽĐŝĂů�DĞĚŝĂ�WƌŽĨĞƐƐŝŽŶĂů� ϯϱͲϰϬ<� ϰϬͲϱϬ<� ϰϬͲϱϬ<� ϱϬͲϲϬ<
Membership $2M - 5M $5.1M - 10M $10.1M - 20M over $20M
�ŝƌĞĐƚŽƌ�ŽĨ�DĞŵďĞƌƐŚŝƉ� ϱϬͲϲϬ<� ϲϬͲϳϬ<� ϳϬͲϴϬ<� ϴϬͲϭϬϬ<
�ŝƌĞĐƚŽƌ�ŽĨ�DĞĞƟŶŐƐ� E�� ϲϬͲϳϬ<� ϳϬͲϴϬ<� ϴϬͲϵϬ<
DĞŵďĞƌƐŚŝƉ��ŽŽƌĚŝŶĂƚŽƌ� ϰϬͲϱϬ<� ϱϬͲϲϬ<� ϲϬͲϳϬ<� ϲϬͲϳϬ<
DĞĞƟŶŐƐ��ŽŽƌĚŝŶĂƚŽƌ� ϰϬͲϱϬ<� ϰϬͲϱϬ<� ϱϬͲϲϬ<� ϱϬͲϲϬ<
WƌŽŐƌĂŵƐ�Θ��ĚƵĐĂƟŽŶ� ΨϮD�Ͳ�ϱD� Ψϱ͘ϭD�Ͳ�ϭϬD� ΨϭϬ͘ϭD�Ͳ�ϮϬD� ŽǀĞƌ�ΨϮϬD
sW�ŽĨ�WƌŽŐƌĂŵƐͬ�ĚƵĐĂƟŽŶ� ϴϬͲϵϬ<� ϵϬͲϭϬϬ<� ϭϬϬͲϭϮϬ<� ϭϮϬͲϭϱϬ<
�ŝƌĞĐƚŽƌ�ŽĨ�WƌŽŐƌĂŵƐͬ�ĚƵĐĂƟŽŶ� ϲϬͲϳϬ<� ϳϬͲϴϬ<� ϴϬͲϵϬ<� ϵϬͲϭϭϬ<
WƌŽŐƌĂŵƐͬ�ĚƵĐĂƟŽŶ��ƐƐŽĐŝĂƚĞ� ϰϬͲϱϬ<� ϱϬͲϲϬ<� ϲϬͲϳϬ<� ϲϬͲϴϬ<
WƌŽŐƌĂŵƐͬ�ĚƵĐĂƟŽŶ��ƐƐŝƐƚĂŶƚ� ϯϱͲϰϬ<� ϯϱͲϰϬ<� ϯϱͲϰϱ<� ϰϬͲϱϬ<
Human Resources $2M - 5M $5.1M - 10M $10.1M - 20M over $20M
sWͬ�ŝƌĞĐƚŽƌ�,Z� ϲϱͲϳϱ<� ϴϬͲϵϬ<� ϵϬͲϭϬϬ<� ϭϬϬͲϭϯϬ<
,Z�DĂŶĂŐĞƌ� E�� ϳϬͲϴϬ<� ϳϱͲϴϱ<� ϴϬͲϭϬϬ<
�ĞŶĞĮƚƐ�DĂŶĂŐĞƌ� ϯϱͲϰϬ<� ϰϬͲϱϬ<� ϱϬͲϲϬ<� ϲϬͲϳϬ<
,Z��ƐƐŽĐŝĂƚĞ� ϯϱͲϰϬ<� ϯϱͲϰϬ<� ϰϬͲϱϬ<� ϰϬͲϱϬ<
Technology $2M - 5M $5.1M - 10M $10.1M - 20M over $20M
sWͬ�ŝƌĞĐƚŽƌ�ŽĨ�/d� ϳϬͲϴϬ<� ϴϬͲϵϬ<� ϵϬͲϭϭϬ<� ϭϭϬͲϭϯϬ<
EĞƚǁŽƌŬ��ĚŵŝŶŝƐƚƌĂƚŽƌ� ϱϬͲϲϬ<� ϱϬͲϲϬ<� ϲϬͲϳϬ<� ϳϬͲϴϬ<
�ĂƚĂďĂƐĞ�DĂŶĂŐĞƌ� ϰϬͲϱϬ<� ϱϬͲϲϬ<� ϱϬͲϲϬ<� ϲϬͲϳϱ<
tĞďƐŝƚĞ�DĂŶĂŐĞƌ� ϰϬͲϱϬ<� ϰϬͲϱϬ<� ϱϬͲϲϬ<� ϱϬͲϳϬ<
�ĚŵŝŶŝƐƚƌĂƟŽŶ� ΨϮD�Ͳ�ϱD� Ψϱ͘ϭD�Ͳ�ϭϬD� ΨϭϬ͘ϭD�Ͳ�ϮϬD� ŽǀĞƌ�ΨϮϬD
�ǆĞĐƵƟǀĞ��ƐƐŝƐƚĂŶƚ� ϰϬͲϱϬ<� ϰϬͲϱϬ<� ϱϬͲϲϬ<� ϲϬͲϳϬ<
�ĚŵŝŶŝƐƚƌĂƟǀĞ��ƐƐŝƐƚĂŶƚ� ϯϬͲϰϬ<� ϯϱͲϰϱ<� ϯϱͲϰϱ<� ϰϬͲϱϬ<
KĸĐĞ�DĂŶĂŐĞƌ� ϯϱͲϰϬ<� ϯϱͲϰϱ<� ϰϬͲϱϬ<� ϰϱͲϱϱ<
ZĞĐĞƉƟŽŶŝƐƚ� ϯϬͲϯϱ<� ϯϬͲϰϬ<� ϯϬͲϰϬ<� ϰϬͲϱϬ<



VI.  SETTING ORGANIZATIONAL PRIORITIES FOR 2017

The 2016 survey reflects widespread and in-depth strategic 
planning and budgeting, in regard to hiring and staffing, 
as nonprofit organizations assess the effects of changes in the 
sector itself, in the funding environment, in demographics 
and in outcomes for 2016. Growth-minded nonprofits and 
associations are preparing accordingly for the year ahead. 

The question of where best to address limited resources for 
maximizing desired results is of primary importance for nonprofit 
and association leaders, managers and decision-makers.

Consequently, we asked about priorities for internal investment 
in Philadelphia area organizations for 2017. 

Enhancing fundraising is always, of necessity, a top priority for 
nonprofits. While in 2015, 72% of respondents rated fundraising 
as a first-place priority, 60% put fundraising high on the list for 
institutional investment in 2016, after salaries improvement. 

Heading into 2017, fundraising is still a priority, but other 
interests, needs and concerns have moved up the list this year.

In planning for 2017, 59% ranked staff training and professional 
development highly -- a sign of changing times and expectations 
from Millennials at work. Program and services development 
and delivery remains a notably high priority for nearly half of 
nonprofits – 50% in 2015, 49% in 2016. 
 
The perceived need for investment in Board development 
(43% in 2015; 22% in 2016) has changed sufficiently to suggest 
that a number of Philadelphia area nonprofits and associations 
may be seeing this essential aspect of their work as beginning 
to be accomplished.

Technology improvement generally and website development 
rank fairly high, from 2015 through 2016 to 2017, in organiza-
tional priorities for Philadelphia area nonprofits.

VII.  OFFERING BENEFITS: RETIREMENT PLANS

Although providing benefits that retain staff is critical for an 
organization, many nonprofits, particularly small ones, find it 
difficult to offer retirement plans to their staff as they find 
themselves short on time and expertise.

While many nonprofits never consider offering a retirement plan, 
a growing number of organizations are beginning to do so. 
One reason for the move is the desire among growing nonprofits 
to retain the staff they have as well as attract workers from 
the for-profit sector where retirement plans reign.

www.pnpstaffinggroup.com
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Organizational Priorities for Investment in 2017

Salaries 
Improvement  

Fundraising 
Development

Training & Professional 
Development 

Program & Services 
Development 

Board Development 

Marketing

Technology  

Benefits Improvement 

Website Development 

Talent Acquisition 

Business Office 
& Fiscal Management 

62% 

60% 

59% 

49% 

22% 

37% 

39% 

31% 

30% 

34% 

25% 

2016–2017 FINDINGS AND TRENDS

PNP Staffing Group looks forward to tracking these developments in 2017 and to research, record, and report 
continuing advancement and change in the nonprofit sector in the year ahead.    



HOW TO USE THIS REPORT 

More than 1,500 nonprofits, a record number, responded 
to our salary survey questionnaire this year. Covering most 
of the key positions critical to the management of a 
nonprofit or association, our Salary Report gives you the 
information you need to be able to compete effectively 
for talent in the marketplace.  

Salaries for 42 positions are reflected for five different 
organizational budget sizes. Salary extremes were removed 
and the median salary was noted for each position.  
We then extended out from that median to include 25% 
of salaries below and 25% of salaries above, creating a 
fairly broad 50 percentile spread.  

If your organization is paying below the salary range listed 
for a position in your budget category, or a similar 
position, then 75% of nonprofits in your area are paying 
a competitively higher salary to fill that position, and you 
are offering a salary that is under the market rate for 
that talent category.  

ABOUT US

PNP STAFFING GROUP, formerly Professionals for NonProfits, 
provides outstanding talent exclusively to the nonprofit and 
association sectors.  

PNP offers a single place to go to for all your staffing needs 
in all the professional areas you need to fill.  We pride 
ourselves on the execution of staffing services done smartly 
and efficiently within our clients’ budgets. 

Call us when you need any of the following:  

TEMPORARY STAFF
 
TEMP-TO-HIRE

INTERIM PROFESSIONALS

CONSULTANTS

DIRECT HIRE – CONTINGENCY SEARCH

EXECUTIVE SEARCH – CONTINGENCY AND RETAINED 

PAYROLLING SERVICES

HUMAN RESOURCES OUTSOURCING

For more information, contact us at 215-665-5665.

www.pnpstaffinggroup.com
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C E L E B R AT I N GC E L E B R AT I N G

Y E A R S

PNP believes in the power of nonprofits to make a difference,
And we provide the staff to help make that difference.

2015–2016 NONPROFIT SALARIES & STAFFING REPORT
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