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A Letter from Our |

Executive Director

If you picked up this guide, you are probably carrying more than anyone around you realizes.

You may be the first person in your role. You may have built your organization from nothing and
watched it grow past your ability to manage it alone. You may be staring at a budget that does
not add up and a board that does not quite understand what you do all day.

In my work with nonprofit leaders over the past sixteen years, the pattern | see most often is not
incompetence or lack of commitment — it is isolation. Leaders who make high-stakes decisions
without a sounding board. Leaders who give everything to their mission and have nothing left

for themselves.

This guide is about you — the human being holding everything together. Each chapter addresses
a specific challenge that nonprofit leaders face, grounded in real data. Each ends with a
reflection exercise modeled on the kind of questions a coach would ask.

Coaching changed the trajectory of my own career. | have watched it do the same for leader
after leader. Not because coaching gives you answers — but because it helps you find the ones

you already have.

Cherie Silas, MCC, CEC
Executive Director, Center for Nonprofit Coaching



CHAPTER 1

The Leadership Crisis

Nobody Talks About

The nonprofit sector is full of resources on how to write a grant proposal, how to build a
strategic plan, how to run a board meeting, and how to set up a CRM. What it almost never
addresses is this: what happens to the person holding it all together?

There are 1.54 million registered 501(c)(3) organizations in the United States, employing 12.8
million people — nearly 10% of the entire private-sector workforce (IRS, FY 2024; Bureau of
Labor Statistics, 2022). Behind every one of those organizations is a leader navigating funding
uncertainty, staff turnover, board dynamics, and a mission that demands more than the budget

allows.

And most of those leaders are struggling in ways they do not talk about.

The Numbers Behind the Silence

The Center for Effective Philanthropy surveyed nonprofit leaders across the country in 2024.
Their findings confirmed what many of us already suspected:

+ 95% of nonprofit leaders express concern about staff burnout.

+ 33% are “very much” concerned about their own burnout — and half of those say they are
more concerned than the previous year.

+ 75% say burnout is impacting their ability to achieve their mission.
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delivery, the communities these organizations serve pay the price.

The Nonprofit Workforce Crisis
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These are not minor quality-of-life complaints. When leadership burnout affects mission

The workforce data is equally sobering. The National Council of Nonprofits surveyed over 1,600
organizations in 2023 and found that 74.6% had current job vacancies. A third of nonprofits

reported that more than 20% of their positions were unfilled. The nonprofit turnover rate — 19%
— runs 58% higher than the 12% average across other sectors (Nonprofit HR, 2023).

And the pipeline is thinning. According to CompassPoint’s landmark Daring to Lead study — the
most comprehensive survey of executive directors ever conducted in the sector — two-thirds of
EDs plan to leave their positions within five years. When they do leave, it takes an average of 7
to 10 months to find a replacement (Bridgespan). During that gap, the organization drifts.

Meanwhile, external pressures are intensifying. The Urban Institute reported in 2025 that 84% of
nonprofit leaders are seeing decreased philanthropic support while 75% anticipate rising
program demand. The math does not work — and it is the leader who absorbs the gap.



The Accidental Leader

Here is something that rarely appears in leadership books: most nonprofit executives did not set

out to become executives.

They were nurses, social workers, teachers, artists, researchers, and community organizers who
built something meaningful — and then found themselves running it. Or they were promoted
from program staff because they were competent and committed, not because anyone
prepared them for the isolation, ambiguity, and constant pressure of organizational leadership.

In the intake forms submitted to our coaching program, this pattern appears in roughly a third of
all applications. Leaders describe themselves as “learning as | go,” “finding it hard to trust
myself as a leader,” or “navigating a lot of history and long-time cultural issues” in a role they
stepped into weeks or months ago.

One director at a small health services nonprofit wrote: “I| have never run a nonprofit before. | am
learning as | go, and | find myself questioning choices and next steps in ways | would not
normally. | previously owned and ran a small counseling practice — | am finding a hard time
trusting myself as a leader.”

This is not a deficit. It is a structural gap in how the sector develops its people. We invest in
programs, technology, and strategy — and we underinvest in the human capacity of the leaders
who hold it all together.

What Coaching Is — and What It Is Not

If you have not worked with a coach before, you may confuse coaching with several other forms
of professional support. The distinctions matter.

A consultant diagnoses a problem and tells you what to do. You are paying for their expertise
and their plan.

A trainer teaches a specific skill or body of knowledge. You attend a workshop or course and

leave with new content.

A mentor shares their own experience and advice. They have been where you are and tell you
what worked for them.



A coach does none of these things. A coach helps you find your own answers through guided
inquiry and accountability. The coach asks questions designed to surface what you already
know but cannot see alone — your assumptions, your blind spots, your untested beliefs about
what is and is not possible. The coach does not have an organizational agenda. They are not
your board chair, your funder, or your supervisor. They are the one relationship in your
professional life that exists entirely for your development.

Four Types of Professional Support
Only one is built around your own thinking.

Consultant Trainer Mentor Coach

Diagnoses problems. Teaches skills or content. Shares their experience. Asks questions that surface
Tells you what to do. You attend a course. Tells you what worked what you already know.

You pay for their plan. You leave with information. for them. You find your own answers.

This is not a luxury. For leaders who make high-stakes decisions with incomplete information,
who manage teams with inadequate resources, and who carry the emotional weight of mission-

driven work — a thinking partner is a functional necessity.

“Providing professional coaching for nonprofits at reduced costs makes an important
service much more accessible.” — An executive at a community action agency

The Loneliness Tax

About half of all CEOs report feeling lonely in their roles. Among those who do, 61% believe it
hurts their performance (CEO Netweavers). In the nonprofit sector, the isolation is often more
acute. The ED reports to a volunteer board that meets quarterly. The staff reports to the ED.
There is frequently no peer, no deputy, and no confidant.

One executive director at a large environmental nonprofit described it this way in a coaching
application: “I now realize that leadership can be very lonely and it can be difficult at times to
deal with the feeling that some staff and board are second-guessing each decision.”



The loneliness is not just unpleasant. It is cognitively expensive. Research on leadership
isolation shows that loneliness reduces task performance, limits creativity, and impairs
reasoning and decision-making — the exact capacities a leader needs most.

What This Guide Covers

The next six chapters address the leadership capacities that matter most for nonprofit
executives — not organizational tools, but personal ones:

Self-awareness (Chapter 2): the foundation every other leadership skill rests on.

Emotional intelligence (Chapter 3): a learnable set of skills that predicts leadership
effectiveness better than IQ.

Decision-making (Chapter 4): navigating high-stakes choices with incomplete information and
competing pressures.

Team leadership (Chapter 5): the shift from doing the work to developing the people who do the
work.

Resilience (Chapter 6): sustainable recovery, not endurance through suffering.
Your next step (Chapter 7): bridging from reading to action.

Each chapter ends with a reflection exercise — the kind of question a coach would ask. These
are not hypothetical thought experiments. They are designed to surface something real about
where you are right now as a leader. Take them seriously. The gap between what you think you
know about yourself and what is actually true is where the most important work begins.

Reflection Exercise
Rate yourself on a scale of 1 to 5 for each of the following:

1. Energy level: How much fuel do you have at the end of a typical workday?
2. Decision-making confidence: How often do you trust your own judgment?
3. Sense of isolation: How often do you wish you had someone to think with?

4. Clarity about the next 12 months: How clear is your picture of where you are headed?



Look at your answers. Which rating surprised you? That is where you are most likely to benefit
from the chapters ahead.

For organizational strategy tools and frameworks, see our companion guide, Nonprofit Strategy Mastery.



CHAPTER 2

Self-Awareness: The

Foundation You Cannot Skip

There is a question | ask early in almost every coaching engagement: How do you think you
show up when things go wrong?

The leader usually has a confident answer. They describe themselves as calm, methodical,
solution-oriented. Then | ask a follow-up: Have you ever asked someone on your team the same
question?

The pause that follows tells me everything.

Why Self-Awareness Comes First

Daniel Goleman studied leadership competencies across more than 200 companies and found
that nearly 90% of what distinguishes outstanding senior leaders from average ones is
attributable to emotional intelligence — not cognitive ability or technical expertise (Goleman,
1998, Harvard Business Review). And the foundation of emotional intelligence is self-
awareness: the ability to accurately recognize your emotions, patterns, strengths, and
limitations as they actually are — not as you wish they were.

This is not navel-gazing. Self-awareness is an operational skill. It determines how you handle a
board member who questions your judgment, how you respond when a key staff member gives
notice, how you make decisions when three competing priorities all feel urgent, and whether you
notice that your stress is leaking into every interaction you have.

For nonprofit leaders specifically, the stakes are unusually high. You manage teams who took
their jobs for the mission, not the money. You answer to a volunteer board that may not fully
understand your day-to-day reality. You carry the emotional weight of the communities you
serve. In that environment, a blind spot is not a minor inconvenience — it is a risk to the people
around you.



The Gap You Cannot See Alone

Here is the problem with self-awareness: the people who need it most are often the least likely
to seek it out.

When you are deep in operational demands — managing a budget shortfall, navigating a staff
conflict, preparing for a board meeting — there is no natural moment to stop and ask, “What
pattern am | running right now? Is it serving me?” The urgent always displaces the important.

One nonprofit professional who went through a coaching engagement described the experience
this way: their coach was “expert at helping me recognize and realize my own strengths and
insights, helping me gain confidence in my role and my decisions.”

Notice the language. The coach did not teach new skills or provide advice. The coach helped the
leader see what was already there — strengths and insights that were present but unrecognized.

This is the core mechanism of coaching, and it is why coaching produces results that training
alone cannot. Research consistently shows that training alone yields about a 22% increase in
productivity. Training combined with coaching pushes that figure to 88% (Personnel
Management Association). The difference is not the information — it is the supported self-
examination that turns information into changed behavior.

What Self-Awareness Actually Looks Like in Practice

Self-awareness is not a personality trait you either have or lack. It is a set of practices that can
be developed through deliberate effort. In a coaching context, it typically unfolds in three
dimensions:

Recognizing Your Patterns

Every leader has default responses that activate under pressure. Some leaders withdraw and go
silent. Some take over and micromanage. Some avoid conflict until it explodes. Some say yes to
everything and then resent the workload.

These patterns usually developed for good reasons. The micromanager learned to do everything
herself when she was a one-person operation. The conflict-avoider learned that staying quiet
kept the peace on a volatile board. The pattern worked once. It may not work now.

A coach helps you name these patterns without judgment — and then asks the harder question:
What would you do differently if this pattern were not running?
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Identifying Your Triggers

A trigger is any situation that produces a disproportionate emotional reaction. For nonprofit
leaders, common triggers include:

* A board member questioning a decision you thought was settled.
+ A funder requesting changes that compromise your mission.
« A staff member who is disengaged but difficult to replace.

+ The gap between what you promised the community and what you can actually deliver.

The trigger itself is not the problem. The problem is the automated response it activates — the
snap reaction that happens before your conscious judgment catches up. Coaching creates
space to slow that loop down: What just happened? What did | feel? What did | do? What did |
want to happen instead?

Understanding How Others Experience You

This is usually the most uncomfortable dimension of self-awareness — and the most valuable.
How you experience yourself as a leader and how your team experiences you are rarely
identical.

You think you are being decisive. Your team experiences you as inflexible. You think you are
being supportive. Your team experiences you as micromanaging. You think you are holding
people accountable. Your team experiences you as punitive.

One director at a large community action agency applied for coaching after being disciplined for
what was described as a “dominating communication style” that impacted relationships with
fellow directors. The leader had struggled to adjust on their own. An outside coach — someone
with no organizational politics to navigate and no reporting obligation — could help this leader
see what colleagues had been unable to communicate directly.

This gap between intent and impact is where coaching does its most precise work. Not by
telling you that you are wrong, but by helping you gather the data you need to see clearly.
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How the Coaching Process Works: Finding Your Coach

“I loved that | was able to ‘interview’ a few different options to ensure the best
personality fit.” — An executive at a public health nonprofit

At the Center for Nonprofit Coaching, leaders are matched with ICF-certified coaches
based on their specific needs and preferences. The process includes reviewing coach
profiles, selecting their top choices, and having an introductory conversation before
committing to an engagement. The right fit matters — and leaders have agency in
choosing it.

The ICF Competency Framework

The International Coaching Federation, which certifies professional coaches worldwide, updated
its Core Competencies in 2025. The framework organizes coaching into four domains:

1. Foundation — ethical practice and a coaching mindset.
2. Co-Creating the Relationship — trust, safety, and partnership.
3. Communicating Effectively — active listening, powerful questioning, direct communication.

4. Cultivating Learning and Growth — facilitating awareness, supporting action, promoting
accountability.

Notice where self-awareness lives in this framework: it is the client’s primary growth area in
Domain 4. The coach’s job is not to make you more self-aware by lecturing. It is to create
conditions where self-awareness becomes unavoidable — through questions that surface what
you cannot see, observations that name what you are doing in real time, and accountability that
keeps you honest with yourself over weeks and months.

All coaches in the CNPC network hold ICF credentials — Associate Certified Coach (ACC),
Professional Certified Coach (PCC), or Master Certified Coach (MCC) — meaning they have
demonstrated these competencies through training, supervised practice, and examination.
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Three Practices You Can Start This Week

You do not need a coach to begin developing self-awareness. These three practices are drawn
from coaching methodology and can be started immediately:

1. The end-of-day check-in. Before you leave work, spend two minutes answering three
questions in writing: What went well today? What did | avoid? What emotion am | carrying
home? Do this for two weeks and review your notes. Patterns will emerge.

2. The feedback request. Choose one person you trust — a colleague, a board member, a direct
report — and ask a specific question: “What is one thing | do in meetings that might be landing
differently than | intend?” The specificity matters. General feedback requests produce vague,
polite answers. Specific questions produce useful data.

3. The assumption audit. Before your next major decision, write down the three biggest
assumptions you are making. For each one, ask: What evidence do | have for this? What
evidence contradicts it? Who would disagree, and why? This practice costs nothing and catches
blind spots before they become expensive.

Reflection Exercise

Write down how you think you respond when a team member brings you bad news. Be specific:
What do you say? What is your facial expression? Where do you have the conversation?

Now ask a trusted colleague the same question: “When | receive bad news, how do | come
across?”

What is the gap between your answer and theirs? That gap is not a failure — it is the starting
point for the most valuable leadership work you can do.

Self-awareness creates the foundation. The next chapter explores how to build on it — through
the learnable skills of emotional intelligence.
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CHAPTER 3

Emotional Intelligence as

a Leadership Practice

You just lost your biggest grant. The funder’'s email is polite but final. Your development director
is in your office looking stricken. Your board chair will need to hear about this by end of day.
Three staff members are working on programs that this grant pays for.

What happens in the next sixty seconds determines more about your leadership than your
strategic plan ever will.

El Is Learnable. That Changes Everything.

There is a persistent myth that emotional intelligence is a personality trait — something you are
born with or without, like being tall or having a good singing voice. The research says otherwise.

TalentSmart tested more than one million people and found that 90% of top performers score
high on emotional intelligence, while only 20% of bottom performers do. Across all job types,
EQ explains 58% of variation in job performance (Bradberry & Greaves, 2009). Daniel Goleman'’s
research across 200+ companies found that nearly 90% of the competencies separating
outstanding senior leaders from average ones are El-based — not IQ, not technical skill.

But here is the finding that matters most for this chapter: emotional intelligence can be
developed through deliberate practice, honest feedback, and supported reflection. It is not fixed
at birth. It is not fixed at 25. It is not even fixed at 55. The brain’s capacity for emotional learning

remains active across the lifespan.

This is precisely what makes coaching the most effective vehicle for El development. Training
teaches you the concepts. Coaching gives you months of repeated real-situation practice with
someone who notices what you cannot see and holds you accountable for what you committed
to change.

14



The Four Domains — In Nonprofit Terms

Most El frameworks organize the skill set into four areas. Here is what each one actually looks
like when you are running a nonprofit:

Self-Awareness

We covered this in the previous chapter. It is the ability to accurately recognize your emotions,
patterns, and impact as they happen — not after the fact. For nonprofit leaders, it means
knowing whether the frustration you brought into your 3 p.m. meeting is about the meeting or
about the email you read at 2:45.

Self-Regulation

This is not suppressing emotions. It is the ability to choose your response instead of being
hijacked by your reaction.

When a major grant falls through, self-regulation is the difference between spiraling into crisis
mode — firing off stressed emails, canceling programs, alarming staff — and pausing long
enough to assess the real impact, communicate clearly, and make a plan.

When a board member questions your judgment in a public meeting, self-regulation is the
difference between getting defensive and getting curious: What is driving this question? What
information does this person have that | might be missing?

Self-regulation does not mean being calm all the time. It means being intentional about what
you do with your emotions, especially the difficult ones.

Empathy

In the nonprofit sector, empathy has a specific and demanding application. You manage staff
who took below-market salaries because they believe in the mission. That belief is real, but it
does not pay their rent. Empathy means holding both truths simultaneously — honoring their

commitment and acknowledging the sacrifice it costs them.

You sit across from a board president who is volunteering their time and may feel unprepared
for the governance role they hold. Empathy means understanding that their hesitation is not
incompetence — it is uncertainty.
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You serve communities facing hardships that you may or may not share. Empathy means
recognizing the limits of your understanding and leading with humility about what you do not
know.

Social Skills

This is where El becomes visible to others. Social skills include building trust with your board,
navigating funder relationships, handling conflict without destroying the relationship, inspiring a
team when the work is hard, and communicating bad news in a way that is honest without being
demoralizing.

For nonprofit leaders, the social skills demand is unusually wide. In a single week, you might
need to pitch a major donor, de-escalate a staff conflict, present financials to a board
committee, and facilitate a community input session. Each of those interactions requires a
different register, a different emotional posture, and a different set of interpersonal choices. El is
what lets you shift between them without losing your center.

The Four Domains of Emotional Intelligence

SELF — — OTHERS

' A ( D

[2]
i Self-Awareness Empathy
w
§ Recognizing your emotions, patterns, Understanding others’ perspectives,
< and impact as they happen needs, and constraints

Knowing whether the frustration in your Holding both the staff member’s

3 p.m. meeting is about the meeting. commitment and their sacrifice.

\ J
( 6 \
Social Skills

Self-Regulation

g Choosing your response instead of Building trust, navigating conflict,
2 being hijacked by your reaction inspiring teams, communicating clearly
Pausing after the grant falls through Pitching a donor, de-escalating a conflict,
instead of spiraling into crisis mode. and presenting financials — in one week.
\. J | J

What EI Looks Like in a Coaching Engagement

One nonprofit professional described their coaching experience this way: “I grew as a leader,

manager, teammate, and person.”
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That four-part arc — leader, manager, teammate, person — captures something important about
how EI develops through coaching. It does not develop in one dimension. When you improve
your self-regulation, it shows up in how you run meetings and how you handle stress at home.
When you develop empathy, it changes how you lead your team and how you listen to your
partner.

Coaching differs from El training in a fundamental way. Training teaches you the framework —
the four domains, the key behaviors, the research. Coaching puts you in the framework
repeatedly over weeks and months, with someone who watches what you actually do and helps
you close the gap between knowing and doing.

A coach might notice that you talk about empathy as a value but consistently interrupt your
direct reports in one-on-ones. A coach might observe that you describe yourself as open to
feedback but become visibly tense when it arrives. These are not character flaws. They are
habits — automatic behaviors that formed for good reasons and now need updating.

The coach’s job is to make the invisible visible, without judgment, so you can choose what to do

next.

The Board-ED Relationship: An EI Proving Ground

If there is a single relationship in nonprofit leadership that tests every dimension of emotional
intelligence, it is the one between the executive director and the board.

In our intake data, 16% of coaching applicants cite board dynamics explicitly — but the board is
an undercurrent in far more applications than that. Communication breakdowns with the board.
Boards that micromanage. Boards that disengage. Board presidents who feel unprepared. EDs

who cannot figure out how to get their boards to understand the operational reality.

One board president at a large social services nonprofit applied for coaching because they
wanted “to be more effective in my role. | want to support our CEO, but | also want to respect
boundaries between their role and my role.”

This is an El challenge, not a governance challenge. The boundaries between board oversight
and operational management are fuzzy by design — and navigating them requires self-
awareness (knowing what | am feeling about this dynamic), self-regulation (not reacting
defensively when the boundary is tested), empathy (understanding what the other party needs
from this relationship), and social skills (finding language and practices that work for both
sides).
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Coaching is exceptionally well-suited for this kind of relationship work because the coach has
no stake in the outcome. They are not the board chair. They are not the ED. They help both
parties see the dynamic more clearly — which is usually enough for the relationship to improve

on its own.

Three EI Practices for This Week

1. The sixty-second pause. Before responding to any emotionally charged email, meeting
moment, or conversation, give yourself sixty seconds. Not to suppress your reaction, but to
notice it: What am | feeling? What do | want to do? Is that what the situation actually needs?
This practice alone transforms how leaders handle conflict.

2. Name the emotion, not the opinion. In your next difficult conversation, replace judgment
language with emotion language. Instead of “That decision was reckless,” try “I felt anxious
when | heard about that decision, and | want to understand the reasoning.” This is not softer — it
is more precise. Judgment invites defensiveness. Emotion invites dialogue.

3. The empathy check. Pick the person on your team you find most frustrating. Write down what
their job looks like from their perspective: their pressures, their constraints, what they are
probably worried about, what success looks like to them. This exercise does not require you to
agree with them. It requires you to see them accurately. Accurate perception is the first step
toward effective leadership of any person.

Reflection Exercise
Think of the last time you felt frustrated with a colleague or board member.

1. What was the situation?

2. What was the underlying emotion — not the frustration itself, but what was underneath it?
(Fear of losing control? Feeling unheard? Disappointment about a broken expectation?)

3. What was the unmet need behind that emotion?

4. What would change if you named that need directly to the other person?

You do not need to act on your answers immediately. Simply writing them down begins to build
the emotional vocabulary that separates reactive leaders from intentional ones.
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Emotional intelligence equips you to manage yourself and your relationships. The next chapter
addresses a challenge that puts both to the test: making high-stakes decisions with imperfect
information.
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CHAPTER 4

Making Decisions When the

Stakes Are High

You have a program that serves 200 families. The grant funding it expires in three months. You
can apply for renewal, but the funder has shifted priorities and the odds are not good. Cutting
the program means letting go of two staff members who are excellent at their jobs. Keeping it
running without funding means burning through reserves that took years to build. There is no
option that does not hurt someone.

This is Tuesday.

The Nonprofit Decision Problem

Corporate leaders get to A/B test. They can pilot in one market, measure results, and iterate.
They have data teams, advisory boards, and quarterly planning cycles. When they make a wrong
call, the feedback is usually financial — a number on a spreadsheet.

Nonprofit leaders rarely have these luxuries. Many of the decisions that cross your desk are:

« Irreversible. Once you cut a program, the families it served do not wait for you to restart.
+ Information-poor. You have 40% of the data you need and no budget for the research that

would get you to 80%.

* Politically entangled. Your board has an opinion. Your funder has conditions. Your staff has
expectations. Your community has needs. These do not always align.

+ Values-loaded. Unlike cost-benefit analysis in a corporate setting, nonprofit decisions often
force you to weigh one kind of human impact against another.

And then there is the deadline. According to the Urban Institute, 38% of nonprofit leaders
describe their strategic plan as outdated, unused, or incomplete — which means many EDs are
making these decisions without clear guardrails. They are improvising. And they are doing it

alone.
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Decision Paralysis Is Not Weakness

When you face a high-stakes, low-information decision, something happens neurologically: your
brain’s prefrontal cortex — the part responsible for reasoning, planning, and weighing trade-offs
— starts competing with your amygdala, which is processing the emotional threat of making the
wrong call.

The result is decision paralysis. Not because you are indecisive, but because your brain is doing
exactly what it was designed to do: flagging uncertainty as danger.

In our intake forms, roughly 10% of applicants explicitly cite decision-making as a reason for
seeking coaching. But when you add the 28% who describe being stuck in the weeds, unable to
make time for strategic thinking, or overwhelmed by competing priorities, the real number is
closer to 38%.

One leader at a large arts education nonprofit described it clearly: “In a busy nonprofit, | can get
stuck in the weeds working on daily urgent issues, and never leaving time for critical and
strategic thinking.”

The operational firefighting is not a separate problem from the decision-making problem. It is
the same problem. When you spend your days reacting, you have no capacity left for choosing.

The Sounding Board You Do Not Have

Research on leadership isolation shows that about 50% of CEOs report feeling lonely in their
roles. Among those who experience loneliness, 61% say it hurts their performance (CEO
Netweavers). In the nonprofit context, the isolation is structural: the ED reports upward to a
volunteer board and downward to a staff team. There is rarely a peer at the same level.

This isolation does not just feel bad. It degrades the quality of your decisions. Loneliness
impairs executive function, reduces creativity, and narrows the range of options you can see.
When you have no one to think with, you default to your own assumptions — which, as Chapter 2
explored, may be invisible to you.

A coach functions as a thinking partner with a unique structural advantage: they have no
organizational agenda. They do not benefit from one decision over another. They do not report
to your board, fund your programs, or depend on your approval. This makes them the only
person in your professional life who can help you examine your reasoning without
contaminating it with their own interests.
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One executive at a human services organization described the coaching dynamic this way: the

)

coach’s “style to listen and ask me guiding questions for deeper thought and awareness of my

goals” was what made the engagement valuable.

Notice what is absent: no advice. No recommendation. No “here is what you should do.” The
coach’s value was in deepening the leader’s own thinking and surfacing the goals that were
already present but unclear.

A Framework for Tough Calls

You do not need a coach present to improve your decision-making. The following framework is
drawn from coaching practice and adapted for the nonprofit context:

Step 1: Name the real decision.

Many leaders struggle because they are trying to decide the wrong thing. “Should we cut the
program?” may actually be “How do we restructure our funding model?” or “Am | willing to have
an honest conversation with the board about our financial reality?” Before you can choose well,
you need to identify what you are actually choosing between.

Step 2: Separate the facts from the fears.

Write down every concern attached to the decision. Then sort them into two categories: facts
(things that are demonstrably true right now) and fears (things that might happen but have not
yet). Most decision paralysis lives in the fears column — and most fears, when examined, are
about discomfort rather than real consequence.

This does not mean fears are irrational. It means they need to be seen clearly so they do not
drive the decision by default.

Step 3: Identify the values at stake.

Every hard nonprofit decision involves a values tension. Fiscal responsibility versus community
commitment. Staff welfare versus mission delivery. Short-term stability versus long-term
growth. Name the tension explicitly. Decisions become clearer when you know which value you
are prioritizing and why — even when the answer is painful.
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Step 4: Set a decision deadline.

Unresolved decisions accumulate cognitive load. They drain energy even when you are not
actively thinking about them. Set a concrete date by which you will decide, communicate it to
anyone who needs to know, and hold yourself to it. A good-enough decision made on time is
almost always better than a perfect decision made too late.

Step 5: Decide, then commit.

Once you have chosen, stop relitigating. This is harder than it sounds — especially for leaders
who carry the emotional weight of every trade-off. A coach can help with this: not by making the
decision for you, but by helping you examine the doubts that surface after you have committed,
so you can distinguish between useful reassessment and unproductive second-guessing.

A Framework for Tough Calls

Five steps drawn from coaching practice

Name the Separate Facts Identify the Set a Decision Decide, Then
=1 Values at Stake =1 Deadline Commit

Real Decision from Fears

What are you Sort concerns into Which value are Stop accumulating Stop relitigating
actually choosing? what IS vs what MIGHT you prioritizing? cognitive load after you choose

Most decision paralysis lives in the fears column. Most fears are about discomfort, not consequence.

How the Coaching Process Works: Building Alignment

“A seamless experience... helped ensure alignment before establishing a coaching plan.”
— A professional in climate philanthropy

Before coaching sessions begin, the coach and leader work together to identify specific
goals for the engagement. This alignment step ensures that coaching sessions focus
on what the leader actually needs — not a generic curriculum, but a plan built around the
real decisions, transitions, and pressures the leader is facing right now.
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When the Board Makes It Harder

For many nonprofit leaders, the most difficult decisions are not made in isolation — they are
made in the complicated space between ED authority and board oversight.

The board sets strategic direction and holds fiduciary responsibility. The ED manages
operations and makes daily judgments. In theory, this division is clean. In practice, the boundary
is constantly tested. A board that micromanages operational decisions. An ED who avoids
bringing difficult news to the board. A board president who wants to be helpful but crosses into
the ED’s lane. An ED who makes a unilateral call and then faces board pushback.

These are not governance problems that an org chart can solve. They are relationship problems
that require the emotional intelligence from Chapter 3 and the self-awareness from Chapter 2. A
coach helps you navigate them not by telling you who is right, but by helping you understand the
dynamic clearly enough to choose how you want to engage with it.

One medium-sized children’s advocacy nonprofit ED described the isolation this way: “I had a
mentor who retired and moved and have not really had the benefit of speaking with anyone
external about issues impacting the company since.”

That gap — the absence of an external thinking partner — is exactly what coaching fills. Not
forever. For six focused sessions over three to six months, during which you develop the

decision-making muscles to carry forward on your own.

Reflection Exercise

Identify a decision you have been postponing. It may be about staffing, about a program, about a

board conversation, or about your own career.

Write down: 1. The three options you have considered. 2. The fear attached to each one. 3. For
each fear: Is this a real consequence (something that will demonstrably happen) or discomfort
(something that will feel bad but pass)?

Look at what remains after you separate consequence from discomfort. The decision is usually
clearer than you thought.

For financial decision frameworks and budget planning tools, see our companion guide, Mastering Nonprofit
Finances.
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CHAPTER 5

Leading Your Team

Through Uncertainty

There is a version of this chapter that tells you to “empower your people” and “build a culture of
trust.” You have read that version. It did not help.

Here is what actually happens: your best program director just put in her two weeks. Your
development associate is doing the work of three people and starting to make mistakes. You
have a board meeting on Thursday and the numbers are not good. You want to delegate more,
but every time you try, something falls through the cracks and you end up doing it yourself
anyway.

So you keep wearing all the hats. And the organization keeps outgrowing your ability to wear
them.

Why People Actually Leave Nonprofits

There is a persistent narrative that nonprofit staff leave because of low pay. Pay matters — but it
is not the top reason. Candid surveyed nonprofit employees across the country in 2024 and
found the real hierarchy of departure drivers:

+ Too much work with too little support: 59%

+ Limited growth and development opportunities: 54%

* Unsupportive management: 52%

* Inadequate compensation: 50%
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Why Nonprofit Staff Leave

Pay is fourth. The top three are things the leader directly controls.
Too much work, too little support

N 50

Limited growth opportunities

N 547

Unsupportive management

O 5%

Inadequate compensation
. E¥

Source: Candid, 2024

Pay is fourth. The top three — overwork, no growth, and bad management — are all things that
the leader directly controls.

And the consequences are severe. 67% of nonprofit employees say they are looking for new
jobs or will be within a year (Candid, 2024). The nonprofit sector's 19% annual turnover rate
means roughly one in five positions turns over every year — and that is before you account for
leadership-level departures, which take 7 to 10 months to replace.

This is not a staffing crisis. It is a leadership crisis. The quality of the leader’s relationship with
their team is the single biggest variable in whether staff stay or go.

The Founder's Trap

About a fifth of coaching applications describe a specific version of this problem: the
organization has grown, and the leader has not grown with it.

One board chair at a medium-sized social enterprise described it this way: “Our organization has
experienced incredible growth over the past five years. We have quickly outgrown our ED’s
entrepreneurial skills, and we want to continue to empower his growth as a leader that can
guide the organization through a maturation phase.”

Another board member wrote about their ED who had been in the role for ten years: “We are
needing help getting her to step into more of a CEO role, being able to delegate and let go of
tasks to focus on more high-level management. She was a one-person operation for so long she
is having trouble with this transition.”
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This is not a performance problem. It is an identity problem. When you built the organization,
you were the organization. Your skills, your relationships, your judgment were the only things
keeping the doors open. Letting go of tasks feels like letting go of what made you valuable in
the first place.

A COO at a large literacy nonprofit described the feeling precisely: “My team has grown from
one direct report to a staff of 12-14. | am feeling stretched to contain and lead my staff on the
many projects that each department contains.”

The shift from doing the work to leading the people who do the work is one of the most difficult
transitions in organizational life. And it is squarely a coaching problem — because it requires
changing not just what you do, but how you think about your role.

From Telling to Asking

The ICF competency framework — which structures how professional coaches work — is built
on a set of skills that are equally powerful as a management style:

Active listening: Giving your full attention to what someone is saying, without planning your
response while they are still talking. In a one-on-one with a direct report, this means putting
down your phone, closing your laptop, and actually hearing what they are telling you before

jumping to solutions.

Powerful questioning: Asking questions that make people think rather than questions that
confirm what you already believe. “What do you think we should do?” is better than “Don’t you
think we should do X?” “What are you noticing about this project?” is better than “Is this project
on track?”

Creating awareness: Helping someone see something they could not see alone. This does not
require expertise in their work. It requires paying attention to patterns: “I have noticed that every
time we discuss the budget, you change the subject. What is that about?”

These are not just coaching techniques. They are leadership behaviors. And they directly
address the top three reasons nonprofit staff leave: when you listen, people feel supported.
When you ask instead of tell, people develop. When you create awareness, people take
ownership.
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One program manager at an environmental nonprofit described a coaching engagement that
modeled exactly this approach: the coach provided “a great mix of frameworks to keep
exploring and practical tools to start implementing on my team.”

Notice the emphasis: tools the leader could take back to their team. Coaching is not a private
island. What a leader develops through coaching flows directly into how they lead.

Delegation Is Not Offloading

Most nonprofit leaders know they should delegate more. The problem is not knowledge — it is
practice.

Delegation fails when it looks like this: you hand someone a task, check on it three times before
they finish, then redo it because it was not done the way you would have done it. The staff
member learns that their effort does not matter. You learn that nobody can do it as well as you.
Both conclusions are wrong, but they reinforce each other until you stop trying.

Effective delegation looks different:

1. Transfer the outcome, not the process. Tell people what needs to happen and by when. Do
not specify how. Their method may be different from yours. If the result meets the standard, the
method does not matter.

2. Accept 80%. If someone delivers work that is 80% as good as you would have done, that is a
win. You just freed hours from your week, and the other person just grew their capacity.
Perfection is not the goal. Development is.

3. Debrief, do not redo. When something goes wrong, sit down with the person and ask what
happened, what they would do differently, and what support they needed that they did not have.
This conversation is exponentially more valuable than fixing the work yourself, because it

prevents the same problem next time.

4. Delegate the authority along with the task. Nothing undermines delegation faster than giving
someone a project and then overriding their decisions. If you delegate responsibility for the
event, they get to choose the venue. If you delegate management of the intern, they get to set
the schedule. You cannot build leaders by giving them responsibility without power.
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Building a Team That Does Not Need You in the Room

The ultimate test of team leadership is what happens when you are not there. If your
organization cannot function during your vacation, you have not built a team — you have built a
dependency.

This is where the coaching mindset becomes most practical. When you shift from telling to
asking, from doing to developing, from controlling to trusting — your team starts making
decisions on their own. They start solving problems before they reach your desk. They start
preparing for the board meeting without your outline.

“I feel more grounded, effective, and better equipped to contribute to my organization.”
— The director of an environmental nonprofit, after completing a coaching engagement

That word — “equipped” — matters. Coaching does not make leaders dependent on their
coaches. It equips them with practices, frameworks, and self-awareness that persist long after
the engagement ends. The same is true of coaching-style leadership: when you develop your
team instead of directing them, the development persists after you leave the room.

What About the Team Members Who Are Struggling?

Not every team member will respond to a coaching approach. Some need direct feedback.
Some need performance management. Some need to be in a different role. The coaching
mindset does not mean avoiding hard conversations — it means approaching them with clarity
and humanity.

A coaching-style performance conversation sounds like this: “I have noticed that the last three
reports were submitted late. What is getting in the way?” rather than “You need to get the
reports in on time.” The first version opens a conversation. The second closes one.

If the answer reveals a fixable problem — unclear expectations, insufficient training, competing
priorities — you fix it together. If the answer reveals a fundamental misfit between the person
and the role, you address that honestly. Coaching-style leadership is not about being nice. It is
about being honest in a way that preserves the person’s dignity and gives them the information
they need.
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Reflection Exercise

In your last three one-on-one conversations with direct reports, did you spend more time telling

or asking?
Write down three questions you could ask in your next conversation instead of giving advice:

1. A question about what they are noticing in their work.
2. A question about what support they actually need.

3. A question about what they would try if they knew they could not fail.

Then use them. Notice what happens when you ask instead of tell.

For technology tools that support distributed team management, see our companion guide, Mastering Digital

Transformation.
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CHAPTER 6

Building Resilience Witho

the Toxic Positivity

The nonprofit sector has a dangerous mythology around sacrifice. We celebrate the leader who
works weekends. We admire the ED who has not taken a real vacation in three years. We tell
stories about founders who mortgaged their houses to keep their organizations alive — and we
tell them as inspiration, not as warnings.

| call it a slow-motion crisis. And the data confirms it.

What Burnout Actually Costs

The Center for Effective Philanthropy’s 2024 study of nonprofit leaders found:

+ 33% are “very much” concerned about their own burnout. Half of those say they are more
concerned than the previous year.

* 95% are concerned about staff burnout.

+ 75% say burnout is impacting their organization’s ability to achieve its mission.

Read that last number again. Three out of four leaders say that burnout — their own or their
staff’s — is actively degrading mission delivery. This is not a wellness problem. This is an
effectiveness problem. When a leader burns out, the communities they serve are the ones who

pay.

And burnout is not evenly distributed. CompassPoint’s Daring to Lead research found that 41%
of executive directors of color cited burnout as the primary reason they planned to leave,
compared to 31% of white EDs. The emotional labor of leading a mission-driven organization
while navigating systemic inequity adds a layer of exhaustion that generic self-care advice does
not begin to address.
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Resilience Is Not Endurance

Here is where the conversation usually goes wrong. Someone notices the burnout epidemic and
offers a solution: be more resilient. What they mean is: endure more. Push through. Keep going.
Take a bubble bath on Sunday and show up Monday ready for another week of unsustainable
demands.

That is not resilience. That is endurance with a marketing budget.

Peer-reviewed research on organizational resilience identifies six critical themes for nonprofits:
commitment to mission, improvisation, community reciprocity, servant and transformational
leadership, hope and optimism, and fiscal transparency (Witmer & Sarmiento Mellinger, 2016,
Work journal). Notice what is not on the list: working harder. Pushing through. Ignoring your own
needs.

Real resilience is the capacity for recovery, not the capacity for endurance. It includes:

Recognizing when you are depleted before you hit a wall. This requires the self-awareness from
Chapter 2 — knowing your early signals (irritability, cynicism, difficulty concentrating,
withdrawing from people you normally enjoy) and taking them seriously instead of overriding
them.

Setting boundaries as a leadership practice, not a personal weakness. When a leader sets a
boundary — leaving at 5:30, not checking email on weekends, declining a committee invitation
that does not align with strategic priorities — they are not being selfish. They are modeling
sustainable leadership for their team.

Building recovery into the rhythm of work, not saving it for vacation. A two-week vacation once
a year does not compensate for 50 weeks of depletion. Recovery happens in daily choices:
protecting an hour for strategic thinking, taking a real lunch break, ending the day at a
consistent time. These are not luxuries. They are operational decisions about how you manage
your most important resource: your own capacity.
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The Myth of the Indispensable Leader

A founder at a small veteran-services nonprofit described the trap perfectly in a coaching
application: “Our growth is starting to outpace our internal capacity and systems. Our tiny
budget has meant that | have worn all the hats, often without compensation. | made a
commitment to try, and it is now paying off with impact and demand, but this structure is no
longer serving either me or our incredible community.”

The self-awareness in that last sentence is striking: “This structure is no longer serving me or
our incredible community.” Not just the leader. The community too. Burnout is not a private
problem. It has organizational consequences.

Another ED at a small health nonprofit wrote: “I feel stuck in the cycle of not enough resources
to get the funding we need, and not enough funding to get the resources we need. It causes me
a great deal of stress. | am deeply immersed in day-to-day operations so that | have little time
for strategy or development. P.S. | will be covering this cost out of my own pocket as we cannot
afford the fee.”

That postscript — paying for coaching out of pocket because the organization cannot afford it —
tells you everything about who this ebook is for. These are leaders investing in themselves
because no one else will.

The belief that drives burnout is usually some version of: If | stop, everything falls apart.
Sometimes that is true. More often, it is an identity attachment disguised as a fact. You have
confused your personal effort with the organization’s survival. Chapter 5’s delegation framework
addresses the practical side of this. This chapter addresses the emotional side: the grief of
letting go, the fear that comes with admitting you cannot hold it all, and the courage required to
ask for help.

What a Coach Sees That You Cannot

An executive director at an animal welfare nonprofit described a coaching engagement this way:
their coach “really guided me in the right direction on things that | could not seem to get past or
conquer.”

The phrase “could not get past” is important. These were not problems the leader lacked the
intelligence to solve. They were problems the leader was too close to see clearly. Patterns that
had become invisible because they were woven into the daily routine. Beliefs that felt like facts
because they had never been questioned.
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Coaching provides something no self-help book can: a regularly scheduled interruption to your
autopilot. Every two to four weeks, for six sessions over three to six months, you sit with
someone whose only job is to notice what you are doing and ask whether it is what you want.

A foundation director who was experiencing coaching for the first time described the impact:
the coach “provided targeted exercises which helped me become more self-aware, more
engaging... a more approachable and effective leader. She also provided skills which have
helped with managing stress.”

That combination — self-awareness, interpersonal effectiveness, and stress management — is
not three separate outcomes. It is one integrated shift: the leader developed the capacity to see
their patterns, choose their responses, and sustain their energy. That is resilience.

The Permission Problem

Most nonprofit leaders do not lack information about burnout. They lack permission.
Permission to take a day off when there is still work to do. Permission to say no to a grant
opportunity that does not align with strategy. Permission to admit they are overwhelmed and
ask for help.

That permission cannot come from a book. But a coaching relationship creates space for it.
When a leader says, “I am exhausted and | do not know how to keep going at this pace,” and the
response is not “try harder” but “what would you need to change?” — something shifts.

The coach does not fix the burnout. The coach helps the leader identify the specific choices that
created the unsustainable situation — and then supports them in making different choices, one
week at a time.

Four Resilience Practices

1. The energy audit. For one week, track your energy level at three points each day: morning,
midday, and end of day. Rate each on a 1-to-5 scale. At the end of the week, look for patterns.
What activities drain you? What activities restore you? Are you spending most of your time in the
draining column? If so, that is the structural problem — not your lack of grit.

2. The one-thing subtraction. You do not need to add self-care to your overloaded schedule.
Instead, identify one thing you are currently doing that someone else could handle. Not the thing
that would be easiest to let go — the thing that would free the most energy. Delegate it using the
framework from Chapter 5. Notice what fills the space.
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3. The boundary experiment. Choose one small boundary and hold it for two weeks. Leave by
5:30. Do not check email after 8 p.m. Decline one meeting invitation per week that is not aligned
with your top three priorities. Two weeks is long enough to see the effect and short enough to

commit to. If the organization survives (it will), consider making it permanent.

4. The honest conversation. Find one person — a friend, a colleague, a coach, a therapist — and
say, out loud, how you are actually doing. Not the version you give the board. Not the version you
give your staff. The real version. The act of saying it out loud is, by itself, a form of recovery. You
are no longer carrying it alone.

Reflection Exercise
What is one responsibility you are holding right now that someone else could handle?
Write it down. Now answer two questions:

1. What stops you from letting go of it?

2. Is that reason about organizational need — or about your own identity as a leader?

If the answer is identity, you have found something worth exploring. Not because your identity is
wrong, but because it may be costing you more than it is giving you.

You have now explored five leadership capacities: self-awareness, emotional intelligence,
decision-making, team leadership, and resilience. The final chapter brings them together — and
offers a concrete path from reading to action.
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CHAPTER 7 e

Your Next Step: From

Reading to Action

You have just read about five leadership capacities: self-awareness, emotional intelligence,
decision-making confidence, team leadership, and resilience. If even one chapter described
something you recognized in yourself, this guide has done its job.

But recognition is not change. A book can surface what is true. Only practice — sustained,
supported, accountable practice — can turn that recognition into new behavior.

Five Actions for This Week

You do not need to overhaul your leadership this month. You need to do one thing differently
this week in each of the five areas. Here is a starting point:

Self-awareness: Run the end-of-day check-in from Chapter 2 for five consecutive days. Three
questions, two minutes each day: What went well? What did | avoid? What emotion am | carrying
home?

Emotional intelligence: In your next difficult conversation, replace one judgment statement with
one emotion statement. Instead of “That was a bad decision,” try “I felt concerned when | heard
about that decision.”

Decision-making: Identify one decision you have been postponing. Set a deadline for it. Write it
on your calendar.

Team leadership: In your next one-on-one, ask three questions before giving any advice. Notice
the difference in the conversation.

Resilience: Choose one boundary to hold for two weeks. Pick something small and specific:
leaving by a certain time, declining one non-essential meeting, or not checking email during
dinner.
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These are small. That is the point. Sustainable change starts with behavior changes small
enough to actually execute this week — not ambitious resolutions that collapse under the
weight of your schedule.

Why External Support Accelerates Development

Every chapter in this guide included a reflection exercise you can do alone. You can develop self-
awareness, emotional intelligence, and resilience through self-directed effort. Many leaders do.

But the research on coaching is clear about the difference external support makes:

+ 529% to 788% ROI from executive coaching in a Fortune 500 case study. The 788% figure
includes the value of improved retention (MetrixGlobal Associates, 2001 — the most
rigorous coaching ROI study published to date).

+ 5.7x average return per executive coached, in a survey of 100 Fortune 1000 executives
(Manchester Inc., 2001).

« 7x median ROI for organizations; 86% made back their investment (ICF/
PricewaterhouseCoopers Global Coaching Client Study, 2009).

*+ 96% of coached leaders said they would repeat the process (ICF/PwC, 2009).

These numbers come from corporate settings, but the dynamics are identical in the nonprofit
sector — and in some ways the case is stronger. Nonprofit leaders face higher emotional
demands, thinner support systems, and more complex stakeholder relationships than most
corporate executives. The gap that coaching fills is wider.

Beyond ROI, there is a simpler argument: you cannot see your own blind spots. That is what
makes them blind spots. A coach holds up a mirror — not a flattering one, and not a harsh one,
but an accurate one. And then they ask you what you want to do about what you see.

How the Coaching Process Works

If you have never worked with a coach, the process may feel unfamiliar. Here is what it looks like
at the Center for Nonprofit Coaching:
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Step 1: Preparation and Application

You submit a brief application at cnpc.coach/apply. It takes about five minutes. You describe
your role, your organization, and what you are hoping to get from coaching. This is not a test —
there is no wrong answer. It helps us understand your situation so we can match you with the
right coach.

Step 2: Coach Matching

Within a few business days, you receive a shortlist of ICF-credentialed coaches who match your
needs. You review their profiles, select your top choices, and schedule an introductory call with
your preferred coach. This is your call — if the fit is not right, you choose someone else.

“Super-easy onboarding process. Picking the top three choices from the coaching team
and setting up an introduction call was easy.” — A program manager at an
environmental nonprofit

Step 3: Targeted Coaching

You work with your coach for six sessions, typically over three to six months. The sessions
focus on the specific goals you set during onboarding — not a generic curriculum, but a plan
built around what you actually need.

Your coach uses guided inquiry: asking questions that help you examine your thinking, surface
your assumptions, and develop your own solutions. This is not consulting (telling you what to
do) or training (teaching you content). It is a structured process of supported self-development.

“Met me where | was at with goals and objectives, open to pivoting depending on the
needs in a particular moment.” — A professional in the climate and energy sector

Step 4: Holistic Monitoring

Throughout the engagement, CNPC monitors progress. There is a midway check-in and an end-
of-engagement survey. If the coaching relationship is not working, you can request a different
coach at any point. The goal is not to lock you in — it is to make sure you are getting value.
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The PATH Coaching Model

How your coaching engagement unfolds

4 )\ ( )\ 4 )\ 4 )\
Preparation =P Coach =P Targeted > Holistic
& Application Matching Coaching Monitoring
5-minute application Review profiles, 6 sessions over Mid-check, end survey,
at cnpc.coach/apply interview your top pick 3-6 months coach change option
\. J/ \. J/ \ J/ \ J/
Pricing

One of the most common barriers to coaching is cost. Market-rate executive coaching typically
runs $2,500 to $12,000 for a comparable engagement. At the Center for Nonprofit Coaching, our
pricing is structured by organization size:

Small org (<$250K/ Medium org (<$S500K/ Large org (>$500K/

yr) yr) yr)
Individual coaching (6 $300 $400 $600
sessions)
Team coaching (6 sessions) $500 $§700 $1,100

This is 85% or more below market rate. It is possible because our coaches are experienced ICF-
certified professionals who volunteer their time to serve the nonprofit sector. They are not
beginners building hours. Most hold PCC or MCC credentials and bring years of dedicated
coaching experience.
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Coaching Investment
85%+ below market rate. 6-session engagements.

Small Org (<$250K/yr) Medium Org (<$500K/yr) Large Org (>$500K/yr)
Individual $300 $400 $600
Team $500 $700 $1,100

Market-rate equivalent: $2,500 - $12,000

Possible because our ICF-certified coaches volunteer their time to serve the nonprofit sector.

Who This Is For

The Center for Nonprofit Coaching serves leaders at 501(c)(3) nonprofit organizations,
government agencies, and analogous mission-driven organizations. If you lead a nonprofit and
you are navigating any of the challenges described in this guide — burnout, isolation, team
dynamics, decision-making under pressure, organizational growth that has outpaced your
leadership development — you are exactly who this program was built for.

“Providing professional coaching for nonprofits at reduced costs makes an important

service much more accessible.” — An executive at a community action agency

“Within a short amount of time, provided me with the tools | needed to succeed. | was
able to get my dream job on a senior managerial level.” — An international development
professional

“She challenged me to examine my beliefs, thoughts, and habits in ways that led to real
growth.” — An executive at a public health nonprofit

Your Personal Leadership Development Plan

Before you close this guide, take ten minutes and write down three things:

1. Where you are right now. Look back at the self-assessment from Chapter 1 (energy,
decision-making confidence, isolation, clarity). What has shifted since you started reading?
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2. What you want to change. Of the five leadership capacities covered in this guide, which one
— if you developed it over the next six months — would make the biggest difference in your
effectiveness and your quality of life?

3. What your next concrete step is. Not your next five steps. One step. This week. It might be
one of the exercises from this guide. It might be a conversation with a colleague. It might
be an application at cnpc.coach/apply.

Continue Your Development

This guide focused on personal leadership development — the human capacities that determine
how you lead. For organizational tools and frameworks, we have three companion guides:

* Nonprofit Strategy Mastery — strategic planning, stakeholder engagement, and mission
alignment

« Mastering Nonprofit Finances — budgeting, fundraising, financial sustainability

+ Mastering Digital Transformation — technology adoption, data strategy, digital culture

Each is available at cnpc.coach/resources.

Apply for Coaching

If this guide resonated, coaching is the next step. Not because we said so — but because six
chapters of reflection exercises gave you a taste of what the process feels like, and you already
know whether it is what you need.

The application takes five minutes: cnpc.coach/apply

The Center for Nonprofit Coaching has served nonprofit leaders since 2010. We are a 501(c)(3)
ourselves. We hold the Candid 2026 Gold Seal of Transparency. Our coaches volunteer their
professional time because they believe in the sector you serve.

You do not have to carry it alone.
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You do not have to carry it alone.

The application takes five minutes.
Our coaches volunteer their professional time
because they believe in the sector you serve.

cnpc.coach/apply

Center for Nonprofit Coaching
PO Box 1278, Red Oak, TX 75154
+1 (855) 755-CNPC

cnpc.coach
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