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Abstract  

COVID-19 has presented unprecedented challenges to the nonprofit sector, and while evidence is 

compiling about its impact on nonprofit finances and operations, less is known about how 

nonprofit workers are faring. With so many organizations in the increasingly professionalized 

nonprofit sector reliant upon their paid staff, this study assesses how COVID-19 has changed the 

way nonprofit workers think about their current and future work. We use a survey of nonprofit 

workers who have a nonprofit graduate degree to inquire about pandemic-related work changes 

and the impact of these changes on their commitment to the sector. Our findings reveal nonprofit 

workers are nuanced in how they approach work and commitment to the sector. We distill our 

findings considerate of how future research should endeavor to unpack the degree to which a 

worker’s personal and professional circumstances affect how they think about their work in the 

sector.  
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Introduction  

The COVID-19 pandemic struck the nonprofit sector with a protracted need to manage two 

dueling priorities, “service and survival” (Moore qtd. in Kulish, 2020). Evidence is accruing that 

the pandemic has tested the “resilient sector” (Salamon, 2012) in unprecedented and unsettling 

ways, but much of what has been documented about COVID-19’s effects has focused on the 

organizational level, with limited attention to the individualized impact on nonprofit workers (for 

examples, see Florida Nonprofit Alliance, 2020; Kuenzi, et al., 2021; Word & Gahre, 2020). As 

many mission activities that the nonprofit sector provides depend on workers (Mesch, 2010; 

Walk et al., 2014), this exploratory study documents the pandemic’s professional and personal 

impact on the sector’s workers. Prior research indicates that how nonprofit workers think about 

their work and commitment to the sector is complex, affected by extenuating circumstances and 

may change over time (see Walk et al., 2020 for an overview of nonprofit sector commitment 

research). In light of this complex rationale for sector commitment, we are concerned that 

COVID-19 may prove to be a “critical incident” (Bright, Pryor, & Harpham, 2005) to how 

nonprofit workers view their work and commitment to the sector since the “pandemic is a highly 

disruptive and extraordinary event” (Akkermans et al., 2020, p. 1).  

 

For this study, we draw upon a sample of graduate alumni with degrees in nonprofit management 

or philanthropic studies. Students choosing a nonprofit graduate degree are expressing a 

professional interest to work in the sector. Yet, alumni of these programs made that choice prior 

to the pandemic, making them an interesting source for understanding how the pandemic 

affected perspectives of nonprofit workers and careers. To explore their perspective, we first 

describe the changes nonprofit workers have experienced due to the pandemic (e.g., changes in 

work hours, reductions in pay, lay-offs, furloughs, altered work expectations, changes in leave 

policies, new work tasks). Second, we examine the impact of these changes on how nonprofit 

workers think about their work and commitment to sector. This paper proceeds with a brief 

overview of the literature that informs the study’s approach, a description of the methods, 

reporting of the findings, and discussion of their implications for what we know about the 
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pandemic’s effects on nonprofit workers, as well as suggestions for future research from this 

exploratory study.  

Background  

Nonprofit organizations step in and provide needed services during times of crisis (Simo & Bies, 

2007). As COVID-19 spread globally starting in spring 2020, nonprofits assumed a multitude of 

response roles, but the pandemic’s extended duration and universal reach was unprecedented, 

prompting stress and uncertainty for nonprofits and their workers. Many state and local sectors 

have documented the pandemic’s impact on nonprofit operations and services, but when these 

studies have asked about the impact on nonprofit workers, the findings are limited to human 

resource policy changes with scant attention to the perspective of workers who are the target of 

these changes (Kuenzi et al., 2021). Yet, pandemic-related organizational changes are made 

against the backdrop of prolonged personal turmoil due to the pandemic, and how workers 

perceive these changes could affect how they think about their careers, their work within their 

organizations, and more broadly, their commitment to the nonprofit sector. In the following, we 

draw on prior research to justify this need to inquire directly with nonprofit workers about 

COVID’s impact and discuss what others are uncovering about COVID’s personal and 

professional impacts that informs the focus of this exploratory study.  

 

Nonprofit Work: Choice and Commitment 

Weisbrod’s (1988) theory of managerial sorting instructs that workers choose their sector of 

employment based on their motivations, preferences, and goals, and we know some workers 

choose nonprofit work based on intrinsic motivations such as a mission-commitment or 

expression of values (Johnson & Ng, 2016; Tschirhart et al., 2008). In the professionalizing 

sector, a nonprofit career route has been documented (Stewart & Kuenzi, 2018; Norris-Tirrell, et 

al., 2018; Suarez, 2010), and many of these workers start to work in the sector or confirm their 

career intentions by seeking the specialized training of a nonprofit education graduate degree 

(Kuenzi et al., 2020).  

 

Whereas they are mostly aligned, sector choice and sector commitment are not the same (Kuenzi 

et al., 2021). Prior research has found low compensation (AbouAssi et al., 2021; Johnson & Ng, 

2016; Walk et al., 2020), limited professional development opportunities (Linscott, 2011), and 

the financial burden of higher education (Berkshire, 2012; Kuenzi et al., forthcoming) all disrupt 

the initial choice to work in the nonprofit sector from being a sustained commitment. Moreover, 

Kuenzi and colleagues (forthcoming) found that nonprofit sector commitment changes over time, 

indicating that commitments may change in the face of new circumstances, such as the COVID-

19 pandemic.  

 

Organizations are “managing challenging and unprecedented demands” (Worley & Jules, 2020, 

p. 279) due to COVID-19. For the nonprofit sector, finances and programmatic offerings have 

been affected by the pandemic, and the ripple effects of these changes extend to the nonprofit 

workforce. This list of changes is long and includes mandated working from home, altered work 

schedules, new role expectations, programmatic changes, furloughs, and even layoffs. Pre-

pandemic workforce vulnerabilities in the nonprofit sector, such as underinvestment in 

leadership development (Landles-Cobb et al., 2015) and inadequate compensation of employees 

(Kim & Charbonneau, 2020; Ng & McGinnis Johnson, 2019), further complicates how nonprofit 

workers may perceive changes brought on by the pandemic and think about their their future in 
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the sector. Yet, nonprofit workers are essential to a thriving nonprofit sector, and understanding 

what engenders, as well as detracts from, their commitment to the sector in the wake of COVID-

19 is important to the sector’s resiliency.  

 

COVID-19 Impact: Professional and Personal 

COVID-19 has triggered organizational changes at a scale not seen by this workforce generation 

(Schwarz & Bouckenooghe, 2020), resulting in stress for workers who are experiencing these 

“emergent changes” (Kniffin et al., 2020, p. 3) firsthand. Essentially, workers need support as 

they navigate these changes, and those who support workers as well as those who seek to 

understand workforce dynamics, need to consider the “vantage point of the living, breathing 

individuals” (Toffler, 1970 as cited in Schwarz & Stensaker, 2020, p. 262) who experience these 

changes.  

 

Moreover, the precautions related to COVID-19 have drastically altered personal and 

professional environments, and with shifts to working from home, a worker’s organizational and 

professional identities now coincide, if not collide or conflict, with their personal identity 

(Ashforth, 2020). Shifts from the workplace to work-from-home may change how people think 

about their work (Hoff, 2021), and organizational changes may affect how workers identify with 

their organization or their occupation (Ashforth, 2020). The prolonged nature of the pandemic 

has also potentially altered workers’ ability to sense-make, as fatigue has set in from the constant 

adaptations and foreboding uncertainty (Stephens et al., 2020). Sense-making refers to “a 

socially constructed process in which individuals interact with their environment and with others 

to create meaning and enable action” (Christianson & Barton, 2020, p. 1). Given how the 

pandemic has necessitated that these “interactions” change, we pose that it is not a matter of if, 

but how the pandemic is altering the ways in which nonprofit workers reflect on their current and 

future work in the sector.   

 

Evidence is compiling that the pandemic’s impact is disparate among populations, given its 

moderating factors, and even worse, inequalities existing pre-pandemic have been exacerbated 

(Kniffin et al., 2020; Muzio & Doh, 2021). For example, women have reported experiencing 

disproportionate parenting-related stress due to disruptions in childcare and school arrangements 

(Calarco et al., 2020; Munir, 2020; Muzio & Doh, 2021; Viswanath & Bock Mullins, 2020). 

Women and minorities are also more likely to be frontline workers (Munir, 2020; Muzio & Doh, 

2021; Viswanath & Bock Mullins, 2020) and experience more trouble connecting and speaking 

up in a virtual environment (Milliken et al., 2020). Younger generations of the workforce also 

have fewer years of accrued experience to draw upon in navigating their pandemic experience 

(Kniffin et al., 2020). Though this is an exploratory study, these findings from outside the 

nonprofit sector lead us to expect that the experience of nonprofit workers and their reflections 

on how COVID-19 impacts how they think about their work and commitment to the nonprofit 

sector may vary according to their personal and professional profile.   

Method  

This exploratory study uses survey data from nonprofit workers describing the changes they have 

experienced since the start of the pandemic (e.g., changes in work hours, reductions in pay, 

layoffs, furloughs, altered work expectations, new work tasks) and how COVID-19 is shaping 

their career intentions and sector commitment.  

 



 5 

Data and Sample: The sample was drawn from alumni of nonprofit graduate degree programs 

(i.e., nonprofit management and philanthropic studies) who work in the nonprofit sector. 

Through the choice of their graduate degree, these alumni have demonstrated selection into and 

initial commitment to the nonprofit sector (Kuenzi et al., 2020). Those graduates are not only 

committed to serving in the sector but, as a result of this training, qualified with the 

competencies and skills needed for management roles (Mesch, 2010; Tierney, 2006).  

 

The sample was drawn through seven universities offering nonprofit graduate degrees, and these 

programs represent different locations (Midwest (3), Southwest (2), Northwest (1), Mid-Atlantic 

(1)) and affiliations (NACC (2), NASPAA (1), both (4)). In total, 1567 alumni were invited to 

participate of which 420 responses were returned (32% response rate). To further increase the 

response rate, we provided individuals with a $5 incentive gift card to Starbucks. This article 

focuses on the 243 individuals who reported to work in the nonprofit sector on March 1, 2020. 

We selected March 1, 2020 as the start date of the pandemic providing a good indication for the 

employment status before pandemic-related changes were implemented. Shortly after this date, 

states announced stay-at-home-orders (Curley & Federman, 2020).   

 

Sampling from nonprofit education alumni is advantageous: 1) Sampling directly through 

nonprofits would likely yield biased responses (e.g., those organizations with radical changes to 

their workforce might not share the survey request with employees) and thus unlikely to reach 

employees beyond the executive listed on the 990 form; 2) This approach reaches individuals 

who were laid off or are furloughed; 3) Creates spread of respondents geographically as well as 

across a variety of nonprofit mission areas; and 4) Since education is held constant and alumni 

have committed to nonprofit work by their education choice, this inquiry can evaluate if other 

factors manifest or disrupt professional intentions. We acknowledge that nonprofit graduate 

alumni are not a representative sample of the nonprofit workforce, but given this generation of 

nonprofit workers is growing in size (Mirabella et al., 2019) and is appreciated for their 

professional skills (Mesch, 2010), the sampling approach is appropriate for the research study’s 

intent.  

 

The survey predominantly contained questions targeted to collect information about the workers 

and their experience during the pandemic. We focused on questions capturing employment 

information (e.g., employment status), workplace-related changes (e.g., furloughs, lay-offs, 

employer changes, changes in pay/benefits, changes in programming) and the impact of the 

pandemic on childcare (for those caring for children). We also assessed the impact of the 

pandemic on nonprofit sector commitment. Demographic information consisted of age, gender, 

number of children, marital status and race/ethnicity.  

Data analysis includes univariate and bivariate analyses and a multivariate regression analysis 

predicting nonprofit sector commitment.  

 

Results  

Our sample predominantly consists of white, female, married nonprofit workers without 

children. Taking a closer look at the descriptive characteristics in table 1, there is some diversity 

across different demographics, however less so with regards to race/ethnicity as over three-

quarters of the respondents were white (78.66%). Of those having children (29%), the number of 

children ranged from 1 to 4.  
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[Table 1 Here] 

 

Most of the alumni were employed full-time (86.31%) as of March 1, 2020. Of those employed, 

88.64% started to work from home more once the pandemic started. Generally, a larger share of 

workers had their pay (13.55%) or benefits (13.02%) cut due to COVID-19-related employment 

changes, but some had been laid off (4.61%) or furloughed (5.14%). We conducted bivariate 

analysis exploring the relationship between COVID-19-related employment changes and 

demographics. No difference was found between COVID-19-related employment changes and 

marital status, gender, race/ethnicity, and age (p>.05), but there were statistically significant 

differences between those with children and those without on two aspects. Benefits were cut for 

fewer workers with children (𝜒2=3.94, p=.047) and more workers with children were furloughed 

𝜒2=5.78, p=.016) as compared to those without children. We also explored the cumulative 

impact of those employment-related changes. We find that a majority (69.64%) had experienced 

one change, followed by 15.62% who experienced two changes, 5.8% experiencing three 

changes and .98% experiencing four changes. 8% have not experienced any of those changes. No 

differences were found though between the number of changes and demographic characteristics. 

 

The survey also inquired about other organizational changes due to COVID-19. Figure 1 

indicates that most of the organizations changed how volunteers are engaged (81.81%), while a 

majority left jobs unfilled (64.77%). Other frequently used changes were hiring freezes 

(48.88%), reduced work hours (46.74%) and laying off employees (40.22%). Note, the overall 

sample size for this question is lower as this was an additional question asked on the survey that 

participants could opt-in for. 

 

[Figure 1 Here] 

 

The survey also inquired about changes in work responsibility due to the pandemic (see Figure 

2). Generally, workers note that their flexibility in work scheduling (69.42%), the number of 

tasks in their jobs (63.22%), and the impact of work on others (50.83%) has decreased. For most 

their weekly work hours (54.17%) and the quality of information about their job has stayed the 

same (60.33%).  

[Figure 2 Here] 

 

Bivariate analysis of the individual work responsibility changes and demographic characteristics 

indicates no differences with regards to children, gender, and race/ethnicity. Some differences 

with regards to age and marital status emerged. Older workers reported an increase in weekly 

work hours (M=40.25), number of different tasks (M=44.95), and the impact of the work on 

others (M=41.91, see table 2). Married workers reported a larger share (74.51%) of decreased 

flexibility in scheduling as compared to single alumni (65.22%, 𝜒2=15.19, p=.004).  

 

[Table 2 Here] 

 

Changes to work can be disruptive, we therefore explored the cumulative changes (both 

increases and decreases in work responsibilities) and compare them to those who reported no 

changes. Findings show that only 12% reported no changes to their work responsibilities, 
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indicating that 88% of nonprofit workers experienced change to their work (see figure 3). 

Whereas only 4% experienced changes in all five areas, 10% experienced changes in four, 20% 

changes in three and 30% changes in two areas.   

 

[insert Figure 3 here] 

 

Respondents were asked if the experiences of COVID-19 changed the way they think about work 

in the nonprofit sector. Whereas a large share indicated this was definitely not (33.5%) and 

probably not (31%) the case, 19.8% were neutral and 13.6% answered probably yes and 2.1% 

definitely yes. Although self-reported, these numbers are notable as a combined 15% report an 

impact of the pandemic on their sector commitment.  

 

We therefore conducted an ordinary least square regression analysis exploring the relationship 

between demographic characteristics, COVID-19-related employment changes and changes in 

work-related responsibilities on the impact of the pandemic on nonprofit alumni (1=definitely 

not to 5=definitely yes, see table 3). Model 1 contains demographic characteristic, model 2 adds 

COVID-19-related employment changes, and model 3 adds changes in work-related 

responsibilities. 

 

[Table 3 Here] 

 

A one-year increase in age, is related to a .016 (p=. 037; Model 2:𝛽 =.02, p=.015 and Model 3: 

𝛽 =.017. p=.044) increased likelihood of stating the pandemic impacted the nonprofit 

commitment. This coefficient is consistently statistically significant across models. Those 

married have a decreased likelihood of reporting their sector commitment has changed when 

compared to single workers across models (Model 1: 𝛽 =-.67, p<.0001; Model 2: 𝛽 =-.57, 

p=.003; Model 3: 𝛽 = −.56, p=.004). When adding the COVID-19-related employment changes, 

findings indicate that workers who reported their pay being cut during the pandemic had a 

reduced likelihood to report that their sector commitment has changed (Model 2: 𝛽 =-.54, p=.03, 

Model 3: 𝛽 =-.66, p=.01). Put differently, and a notable finding, employees who saw their pay 

cut are less likely than those whose pay stayed the same to report a change in sector 

commitment. We discuss this finding below. In model 3, we added the changes in work 

responsibilities. One of the five variables was significant. Workers who felt their work had a 

decreased impact on others were more likely to report changes in sector commitment (𝛽 =.28, 

p=.028).  

 

Of the respondents who had children (N=71, 29.34%), 82.86% reported disruptions in childcare 

between March 2020 and October 2020. Parents of older children (high-school and beyond) were 

less likely to report disruptions to childcare than parents of younger children (𝜒2=8.75, p=.003). 

Figure 3 provides more nuanced information about the kinds of disruptions parents experienced. 

Most of the children were home from school (96.49%), workers juggled childcare with a partner 

(82.46%), and many workers asked their employers for flexibility in work scheduling (61.11%) 

as a result of disruptions. A smaller number homeschooled their children (25.49%) or asked their 

employer to reduce work hours (10.91%). The smaller share of employees who asked their 

employer to reduce work hours can be further contextualized by a question about the impact of 

childcare disruptions on work hours (e.g., “Since the start of the pandemic (mid-March), how 
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have any changes to your childcare arrangement impacted your working hours?”) with 49.12% 

indicating working similar hours with myself or household member providing in-home childcare, 

17.54% indicated working similar hours with a different day care provider, 12.28% worked 

reduced hours and 1.75% no longer worked due to disruptions in childcare. About a fifth 

(19.30%) listed they were impacted in other ways with an open response option, which alluded 

to different impact of the pandemic on childcare earlier in the pandemic vs. later (e.g., childcare 

facilities/schools closed initially, virtual attendance, transition back to in-person later, reduced 

work hours initially, transitioned back to full-time later).  
 

[Figure 3 Here] 

Discussion  

This paper documents worker perspectives on changes to nonprofit work due to COVID-19. 

Survey responses provide insights about how COVID-19 has altered nonprofit work, revealing 

differences according to the worker’s personal and professional profiles. Responses provide 

insights about the enduring nature of nonprofit sector commitment, but the burden of the 

pandemic has not been felt evenly across all workers. In the following, we discuss our findings 

and draw upon them to propose suggestions for future research.  

 

First, many workers report tangible changes in how and when they do their jobs due to the 

pandemic, but nearly two-thirds reported no changes in their commitment to the nonprofit sector. 

Although prior research has documented that nonprofit sector commitment can change due to 

extenuating factors and in light of expectations that COVID-19 would shift commitment, we 

question if factors of nonprofit work revealed by the pandemic such as community needs and 

general inequalities helped sustain rather than disrupted sector commitment. Yet with 15% of the 

respondents saying their commitment to the nonprofit sector has changed – that is one in seven 

respondents – we know that the pandemic did prompt commitment disruptions for some. Given 

blurring sector boundaries and the protracted impact of the pandemic, we suggest future research 

revisit the pandemic’s effect on commitment to understand what predicts changes in sector 

commitment for some workers but not others.  

 

Next, responses revealed unexpected relationships with the worker’s personal and professional 

profile. Contrary to other findings and commentary about COVID’s impact that led us to think 

we might find differences in experience and outlook; we found no relationship according to 

gender and race/ethnicity demographics and sector commitment. Our findings offer cautious 

hope that the inequalities found elsewhere might not be perpetuated in the nonprofit workplace. 

Perhaps, the sector’s values create a vigilance or motivations might play a safeguard that buffer’s 

worker experiences in facing changes. We caution though that this finding perhaps reflects our 

study’s limitations and sample, which we discuss below. Regardless, we suggest future research 

stay alert for the possible relationship of disparities that are perpetuated in nonprofit workplaces 

and among nonprofit workers due to pandemic-related organizational changes.  

 

We did find though that age as well as contextual factors related to the pandemic impacted 

alumni sector commitment. Contrary to what we expected about accrued experience giving more 

reference for sensemaking, this finding gives consideration that workers with more career 

experience may have been more rooted in a pre-pandemic ‘normal’ and disruptions to that 

normal put them more ill-at-ease than workers with fewer years in terms of age and work 
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experience. Age might also be correlated with level of work experience so these older workers 

might also have been behind the scenes, contributing to or responsible for change decisions. 

Thus, their different vantage points might make them more vulnerable to shifting thinking about 

their career in the nonprofit sector. With Millennials constituting the majority of the workforce 

(Fry, 2018), future research should stay attentive to generational differences among nonprofit 

workers, particularly to disentangle COVID’s impact on career plans and transition intentions. 

Our findings on pay and commitment align with earlier work indicating that the relationship 

between pay and commitment is complex and not clear cut (Kuenzi et al., forthcoming). It is 

notable, however, that it is especially the perceived impact of one’s work (or lack thereof) that 

impacted a change in commitment.  

 

Our findings report on a nonprofit sector operating with a changed work environment and worker 

experience due to the pandemic. Nearly 70% of workers experienced at least one COVID-19-

related employment change, and 53.5% reported three or more change, while 88% of workers 

reported at lease one change in work responsibilities. Even if workers were not experiencing 

much of a personal impact due to COVID-19, witnessing, even being impacted by such changes 

likely contributed to personal anxiety and uncertainty, especially given the shifts to work from 

home. Moreover, these changes in work responsibilities indicate that the nature of work has 

changed and with so many in the sector seeing their work as a calling (Walk et al., 2020), how 

they continue to assess and reflect on their work might impact their commitment to the sector. 

The quantitative nature of our data prevents us from fully understanding the underlying 

mechanism and individual sensemaking of nonprofit workers impacted by changes in their work. 

Future qualitative research would help to better understand how nonprofit experience and make 

sense sensemaking in light of multiple changes to their work.  

 

Our findings also emphasize the burden nonprofit workers were juggling with child and work 

responsibilities. The findings describe that for many their nonprofit workplace was a steady 

anchor with limited changes to benefits, which might engender loyalty to workplaces in the long-

run. We also wonder if for those with children in their care who were furloughed, these dual 

disruptions could be particularly unsettling. Again, we see an opportunity to engage these 

workers to understand how the professional and personal tolls of COVID-19 intersect, 

understanding how these role transitions and even conflicts contribute to their career outlook, 

particularly as this tension become a memory rather than a day-in-day-out struggle. 

 

With so many nonprofits aspiring to be professionalized but without inhouse human resource 

management functions (Guo et al., 2011), we are also concerned for where these nonprofit 

workplaces and workers go from here as the pandemic’s impact wanes and organizations 

consider how to shift to post-pandemic operations. The sector has been critiqued for 

“indiscriminately adopting” (Rojas, 2000, p. 101) practices from the for-profit sector implying 

that nonprofit organizational practices and change may be undertaken in a careless manner. We 

pose the need to continue to monitor these COVID-19-related changes, questioning whether it is 

not so much these changes that disrupt commitment to particular organizations and the broader 

sector, but rather that their undoing will challenge worker commitment. We also know prior 

literature has considered organizational resilience following natural disasters in terms of 

organizational performance and finances (for an example, see: Lin & Wang, 2016), and we see 

this as opportunity to also understand nonprofit resilience from a human resource perspective.  
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Limitation and Conclusions 

As exploratory research, the findings reported herein are valuable for the directions of future 

research they point us to investigate, rather than for their conclusive merit. With the fluid and 

constant changing nature of the pandemic, the questions posed in this research are worth asking 

of both a broader sample and at a later point in time as workers and organizations experience 

new means of navigating and coping with the effects of COVID-19. We also acknowledge that 

our sample of nonprofit graduate alumni presents some limitations, but for the aforementioned 

reasons, we see them as an appropriate group for first insights into worker experiences and 

COVID-19 impacts given their expressed commitment to the sector by choice of their degree. 

We encourage research that follows to sample workers using other criteria. As exploratory 

research, findings yielded unexpected relationships between work responsibilities and sector 

commitment changes, and we encourage future research to probe if sector commitment is more 

stable than expected or changes in commitment are not easy to capture when personal and 

professional circumstances are intersected as is the case with COVID-19.  

 

Our research adds a worker’s perspective to the evidence already compiled that nonprofits were 

heavily burdened by the pandemic, and the findings describe workers as professionally and 

personally burdened. This research demonstrates the merit and necessity in inquiring directly to 

nonprofit workers to understand more fully how COVID-19 has impacted nonprofit work, 

workplaces, and workers. Future research must be sensitive to this impact and its implications for 

the nonprofit workforce. We see an urgent need to add to what we know about nonprofit work 

and sector commitment considering COVID-19 and offer suggestions for future research so that 

our understanding of nonprofit workforce dynamics and worker commitment can be updated to 

account for the pandemic.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 11 

References 

AbouAssi, K., McGinnis Johnson, J., & Holt, S.B. (2021). Job mobility among millennials: Do 

they stay or do they go? Review of Public Personnel Administration, 41(2), 219–249. 

Akkermans, J., Richardson, J., & Kraimer, M. (2020). The Covid-19 crisis as a career shock: 

Implications for careers and vocational behavior. Journal of Vocational Behavior. 

Ashforth, B.E. (2020). Identity and identification during and after the pandemic: How might 

COVID‐19 change the research questions we ask? Journal of Management Studies, 57(8), 

1763-1766. 

Berkshire, J. C. (2012). Fledgling nonprofit workers bear financial burdens. Chronicle of 

Philanthropy, 24(15). Retrieved from https://www.philanthropy.com/article/Fledgling-

Nonprofit-Workers/156347 

Bright, J.E., Pryor, R.G., & Harpham, L. (2005). The role of chance events in career decision 

making. Journal of Vocational Behavior, 66(3), 561–576. 

Calarco, J., Anderson, E., Meanwell, E., & Knopf, A. (2020, November 1) Let’s not pretend it’s 

fun: How COVID-19-related school and childcare closures are damaging mothers’ well-

being. https://osf.io/preprints/socarxiv/jyvk4/download 

Christianson, M.K., & Barton, M.A. (2020). Sensemaking in the time of COVID‐19. Journal of 

Management Studies. 

Curley, C., & Federman, P.S. (2020). State Executive Orders: Nuance in restrictions, revealing 

suspensions, and decisions to enforce. Public Administration Review, 80(4), 623-628. 

Florida Nonprofit Alliance (2020). Closing out the year: COVID-19 effects on nonprofits in 

2020. https://cdn.ymaws.com/flnonprofits.org/resource/resmgr/files/FNA_COVID-

19_Report_Closing_.pdf 

https://www.philanthropy.com/article/Fledgling-Nonprofit-Workers/156347
https://www.philanthropy.com/article/Fledgling-Nonprofit-Workers/156347
https://osf.io/preprints/socarxiv/jyvk4/download
https://cdn.ymaws.com/flnonprofits.org/resource/resmgr/files/FNA_COVID-19_Report_Closing_.pdf
https://cdn.ymaws.com/flnonprofits.org/resource/resmgr/files/FNA_COVID-19_Report_Closing_.pdf


 12 

Fry, R. (2018). Millenials are the largest generation in the U.S. labor force. 

https://www.pewresearch.org/fact-tank/2018/04/11/millennials-largest-generation-us-labor-

force/ 

Guo, C. et al. (2011). Strategic Human Resource Management in Nonprofit Organizations. 

Review of Public Personnel Administration, 31(248–269). 

Hoff, T. (2021). Covid‐19 and the study of professionals and professional work. Journal of 

Management Studies. 

Johnson, J.M., & Ng, E. S. (2016). Money talks or Millennials walk: The effect of compensation 

on nonprofit millennial workers sector-switching intentions. Review of Public Personnel 

Administration, 36(3), 283-305.  

Kim, M., & Charbonneau, É. (2020). Caught between volunteerism and professionalism: Support 

by nonprofit leaders for the donative labor hypothesis. Review of Public Personnel 

Administration, 40(2), 327–349. 

Kniffin, K. M., et al. (2021). COVID-19 and the workplace: Implications, issues, and insights for 

future research and action. American Psychologist, 76(1), 63. 

Kuenzi, K., Stewart, A.J., & Walk, M. (2020). Nonprofit graduate education: Who gets the 

degree and why?. Journal of Public Affairs Education, 26(1), 11-30. 

Kuenzi, K., Stewart, A. J., & Walk, M. (2021). COVID-19 as a nonprofit workplace crisis: 

Seeking insights from the nonprofit workers’ perspective. Nonprofit Management and 

Leadership. DOI: 10.1002/nml.21465 

Kuenzi, K., Walk, M., & Stewart, A.J. (forthcoming). The role of financial burden in nonprofit 

sector commitment. Journal of Public and Nonprofit Affairs.  



 13 

Kulish, N. (2020, July 24). Providing a pandemic safety net, nonprofits need their own. The New 

York Times. https://www.nytimes.com/2020/07/24/business/economy/nonprofits-coronavirus-

economy.html 

Lin, W., & Wang, Q. (2016). What helped nonprofits weather the great recession? Evidence 

from human services and community improvement organizations. Nonprofit Management and 

Leadership, 26(3), 257-276. 

Linscott, K.G. (2011). Filling the leadership pipeline: Driving forces and their effect on the next 

generation of nonprofit leaders. SPNHA Review, 7(1), 4.  

Mesch, D.J. (2010). Management of human resources in 2020: The outlook for nonprofit 

organizations. Public Administration Review, 70(S1), S173. 

Milliken, F.J., Kneeland, M.K., & Flynn, E. (2020). Implications of the COVID‐19 pandemic for 

gender equity issues at work. Journal of Management Studies, 57(8), 1767-1772. 

Mirabella, R., Hoffman, T., Teo, T., & McDonald, M. (2019). The evolution of nonprofit 

management and philanthropic studies in the United States: Are we now a disciplinary field? 

Journal of Nonprofit Education and Leadership, 9(1), 63-84.  

Munir, K.A. (2020). Inequality in the time of corona virus. Journal of Management Studies. 

Muzio, D., & Doh, J. (2021). COVID‐19 and the future of management studies. Insights from 

leading scholars. Journal of Management Studies. 

Ng, E.S., & McGinnis Johnson, J. (2019). Game of loans: The relationship between education 

debt, social responsibility concerns, and making a career choice in the public, private, and 

nonprofit sectors. Nonprofit and Voluntary Sector Quarterly.  

Norris-Tirrell, D., Rinella, J., & Pham, X. (2018). Examining the career trajectories of nonprofit 

executive leaders. Nonprofit and Voluntary Sector Quarterly, 47(1), 146-164. 

https://www.nytimes.com/2020/07/24/business/economy/nonprofits-coronavirus-economy.html
https://www.nytimes.com/2020/07/24/business/economy/nonprofits-coronavirus-economy.html


 14 

Rojas, R.R. (2000). A review of models for measuring organizational effectiveness among for‐

profit and nonprofit organizations. Nonprofit Management and Leadership, 11(1), 97-104. 

Salamon, L.M. (2012). The resilient sector: The future of nonprofit America. The state of 

nonprofit America, 2. 

Schwarz, G.M., & Bouckenooghe, D. (2020). When the Dodo became extinct: Why rethinking 

change should not take a pandemic. The Journal of Applied Behavioral Science. 

Simo, G., & Bies, A.L. (2007). The role of nonprofits in disaster response: An expanded model 

of cross‐sector collaboration. Public Administration Review, 67, 125–142. 

Stephens, K.K., et al. (2020). Collective sensemaking around COVID-19: Experiences, concerns, 

and agendas for our rapidly changing organizational lives. Management Communication 

Quarterly, 34(3), 426-457. 

Stewart, A.J., & Kuenzi, K. (2018). The nonprofit career ladder: Exploring career paths as 

leadership development for future nonprofit executives. Public Personnel 

Management, 47(4), 359-381. 

Suarez, D.F. (2010). Street credentials and management backgrounds: Careers of nonprofit 

executives in an evolving sector. Nonprofit and Voluntary Sector Quarterly, 39(4), 696-716. 

Tierney, T.J. (2006). The nonprofit sector’s leadership deficit. The Bridgespan Group, 1-36. 

Tschirhart, M., Reed, K.K., Freeman, S.J., & Anker, A.L. (2008). Is the grass greener? Sector 

shifting and choice of sector by MPA and MBA graduates. Nonprofit and Voluntary Sector 

Quarterly, 37(4), 668-688. 

Viswanath, S., & Mullins, L. B. (2020). Gender responsive budgeting and the COVID-19 

pandemic response: a feminist standpoint. Administrative Theory & Praxis, 1-15. 



 15 

Walk, M., Schinnenburg, H., & Handy, F. (2014). Missing in action: strategic human resource 

management in German nonprofits. Voluntas, 25(4), 991-1021.  

Walk, M., Stewart, A.J., & Kuenzi, K. (2020). Should I stay or should I go? Investigating 

nonprofit sector commitment among nonprofit education alumni. Journal of Nonprofit 

Education and Leadership. 

Weisbrod, B.A. (1988). The nonprofit economy. Harvard University Press. 

Word, J. & Gahre, C. (2020). COVID-19 and nonprofits in Nevada: Response, impact, and 

stimulus funding. University of Las Vegas: 

https://www.unlv.edu/sites/default/files/story_attachments/167/Nonprofit_covid_response_1.

pdf 

Worley, C.G., & Jules, C. (2020). COVID-19’s uncomfortable revelations about agile and 

sustainable organizations in a VUCA world. The Journal of Applied Behavioral 

Science, 56(3), 279-283. 

  

https://www.unlv.edu/sites/default/files/story_attachments/167/Nonprofit_covid_response_1.pdf
https://www.unlv.edu/sites/default/files/story_attachments/167/Nonprofit_covid_response_1.pdf


 16 

Table 1: Descriptive Characteristics 

Gender 

78.75% were female  

20% were male  

1.25% were other 

 

Age 

36 years old on average (23-72) 

 

Race/Ethnicity 

78.66% were white  

7.11% were Black or African American  

6.69% were Hispanic or Latino  

7.53% were other  

Marital Status 

28.99% were single  

64.71% were married 

6.30% were other 

 

Children 

70.66% had no children 

13.64% had 1 child 

10.33% had 2 children 

4.96% had 3 children 

0.41% had 4 children 

 

  

Notes: N=243. Numbers are rounded to the nearest decimal point 

resulting in some categories not totaling 100%. 
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Figure 1: Organizational Changes (N=187) 
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Figure 2: Change in Work Responsibilities 
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Table 2: Differences between work-related Responsibilities and Age. 

 Increased Stayed same Decreased Test Statistic 
  

Variable Mean (SD) Mean (SD) Mean (SD)   

Impact of work 

on others 
41.91 (15.52) 35.48 (9.52) 35.63 (8.44) F(236)=4.27, p=.015 

Number of tasks  44.95 (15.65) 34.76 (8.75) 35.67 (8.86) F(236)=9.02, p=.0002 

Weekly hours  40.25 (14.91) 35.14 (9.02) 36.37 (8.70) F(234)=3.14, p=.045 
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Figure 3: Number of Changes in Work Responsibilities (both decreases and increases, in 

percent) 
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Table 3: Impact of Pandemic on Sector Commitment 

 VARIABLES Model 1 Model 2 Model 3 

Demographic Characteristics     

Age 0.016* 0.020* 0.017* 

 (0.008) (0.008) (0.008) 

Children (1=yes) 0.211 0.140 0.233 

 (0.175) (0.186) (0.188) 

Marital Status (single is reference category)   

Married -0.673**** -0.571** -0.559** 

 (0.185) (0.193) (0.193) 

Other  -0.503 -0.486 -0.403 

 (0.342) (0.381) (0.383) 

Gender (male is reference category)   

Female -0.108 -0.278 -0.328* 

 (0.177) (0.183) (0.184) 

Other  0.892 0.850 0.863 

 (0.649) (0.630) (0.640) 

Race/Ethnicity (white is reference category)   

Black/African American -0.229 -0.354 -0.377 

 (0.282) (0.282) (0.281) 

Hispanic/Latino -0.310 -0.372 -0.369 

 (0.298) (0.323) (0.329) 

Other  -0.144 -0.363 -0.290 

 (0.278) (0.290) (0.294) 

COVID19--related employment changes   

Laid Off  0.247 -0.004 

  (0.466) (0.478) 

Furloughed  0.063 0.016 

  (0.376) (0.375) 

Pay Cut  -0.541* -0.658** 

  (0.247) (0.253) 

Benefit Cut  -0.171 -0.162 

  (0.243) (0.242) 

Work from Home more  -0.053 -0.027 

  (0.245) (0.260) 

Changes in Work Responsibilities    

Weekly Work Hours   0.054 

   (0.142) 

Number of Tasks   0.094 
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   (0.133) 

Impact of work on others   0.276* 

   (0.125) 

Flexible Scheduling   0.138 

   (0.143) 

Clear Information    -0.021 

   (0.121) 

Constant 2.126**** 2.166**** 1.488* 

 (0.313) (0.395) (0.584) 

Observations 236 206 205 

R2 0.071 0.123 0.160 

Notes: Standard errors in parentheses. **** p≤0.001, ***p≤.001, **p≤.01, * p≤0.05. 
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Figure 4: Disruptions to Childcare 
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