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Race to Lead Question

Why – despite an increased number of 

training programs for developing leaders of 

color and the number of groups working on 

race/race equity – are there not more 

leaders of color in the nonprofit sector?

@BldingMovement 

#RacetoLead

@buildingmovementproject 

#RacetoLead

@BuildingMovementProject 

#RacetoLead



Race to Lead Data

Highlights from Building Movement Reports

§ Race to Lead

§ Race to Lead Revisited

§ Making (or Taking) Space 

§ Trading Glass Ceilings for Glass Cliffs 

§ Race to Lead 2022 Survey

www.racetolead.org

www.buildingmovent.org

@BldingMovement 

#RacetoLead

@buildingmovementproject 

#RacetoLead

@BuildingMovementProject 

#RacetoLead

http://www.racetolead.org/
http://www.buildingmovent.org/


Demographics of the Race to Lead Sample

Join the Conversation @BldingMovement #RaceToLead

• Race to Lead 2019 Survey Nonprofit Staff 

Respondents

5,200 +
2019

4,300 +
2016



Race and Ethnicity of Respondents



Three Key Findings

The Findings of the Original Race to Lead Report are 

Still Relevant Three Years Later

There is a White Advantage in the Nonprofit Sector

Diversity, Equity, and Inclusion Efforts are Widespread, 

and People are Uncertain about their Effectiveness

@BldingMovement 

#RacetoLead

@buildingmovementproject 

#RacetoLead

@BuildingMovementProject 

#RacetoLead
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1. The Same Story

Similar to the first Race to Lead report, we 
found that people of color and white 
respondents were similarly qualified and 
motivated. The barriers to advancement 
that people of color faced were due to 
systemic biases. 



Level of Interest in Top-Level Leadership 
Roles



Impact of Race on Career Advancement



Impact of Race on Career Advancement



In Respondent’s Own Words

“It is challenging constantly being the only Latina in all-white and 
mostly male circles. It is a constant challenge of knowing when to be 
strategic to stand up for my community and when I need to hold back 
or else be left out of decision-making circles and labeled as the ‘angry 
Latina.’”

- Latina Survey Respondent



Challenges and Frustrations



In Respondent’s Own Words

“I've had phenomenal support, mentorship and sponsorship by women 
of color, mostly Black women like myself, who have provided the 
emotional support critical to enduring and persisting through 
microaggressions. I would not have been able to persist [in the 
nonprofit sector] without them.”

- Black Woman Survey Respondent 



2. The White Advantage

q Most of the respondents work in white-run 
organizations 

q People of color (and white) respondents are less 
happy in white-run organizations



The Whiteness of Organizations



In Respondent’s Own Words

“I am usually the only or one of a handful of BIPOCs [Black, Indigenous, 
and People of Color] in the room. It’s such an isolating, frustrating, and 
infuriating dynamic … The lack of leadership of color at every 
organization I’ve worked at has impacted not only the running of the 
organization, but my own professional and even personal 
development.” 

- Black Woman Survey Respondent 



Categorizing Organizations



Workplace Experience for People of Color



In Respondent’s Own Words

“I don’t believe I’m taken as seriously in the workplace because I am a 
young woman of color. I often question things, which doesn’t always go 
over well in majority-white organizations. I’ve been used as a ‘token’ 
brown person.”

- Pakistani Woman Survey Respondent 



3. DEI Initiatives and Obstacles

The survey included a range of questions about 
respondents’ organizations – particularly related 
to DEI initiatives. 

Overall, the data shows that even though three-

quarters of respondents work for organizations 

with DEI initiatives, the impacts are mixed. 



Organization’s Current DEI Strategies



Impact of Race Equity Trainings

Training Topics:

• 68% Understanding terms

• 63% Implicit bias

• 58% Understanding Structural Racism

• 52% White privilege

• 31% Recruiting a diverse staff

• 18% Racial trauma healing



In Respondent’s Own Words

“I have been fortunate that my organization was provided funding for 
equity training. The trainers helped the group identify … many of the 
structural and systemic inequities in our organization’s structure and 
culture. To have been part of this transformation, it takes love, 
patience, diplomacy, anger and dogged persistence.”

- Asian Woman Survey Respondent



Recommendations from Race to Lead 

Revisited

Pay attention to the experiences of 

people of color in the workplace. 

Set racial equity goals focused on making 

the organization’s leadership reflect the 

racial demographics of the population 

served.

Ensure that organizational policies reflect 

the organizational commitment to equity. 

Act on those policies consistently. 

Be transparent about DEI progress in 

organization-wide annual reviews to both 

guide course corrections and establish 

ongoing goals.

Funders need to change their own 

practices to ensure groups led by people 

of color get the resources they need to 

grow and thrive.

@BldingMovement 

#RacetoLead

@buildingmovementproject 

#RacetoLead

@BuildingMovementProject 

#RacetoLead

1

2

3

4

5



Making (or Taking) Space

Most exiting white leaders and/or 
boards of directors were 
intentionally recruiting a leader of 
color, and it was common that this 
decision coincided with internal 
issues related to race/racism.

@BldingMovement 

#RacetoLead

@buildingmovementproject 

#RacetoLead

@BuildingMovementProject 

#RacetoLead



In Their Own Words

There was a massive staff transition that occurred, and four women 
of color left the staff within three months. And so, I think partly, that 
could have contributed to why this transition happened. . . . it felt 
like a surprise [to the board] that all of these staff members were 
leaving and were very deeply unhappy, and cited that they’re leaving 
because of power dynamics, racial dynamics.

—Board Member

“



Making (or Taking) Space

The entering BIPOC leaders were, in almost every case, familiar 
with the organization and understood that there were internal 
problems, though the extent was not always clear.

The new leaders of color were prepared for the (implicit or 
explicit) expectation they would both run the organization and 
address internal equity issues, but they often faced other 
unexpected problems including funding challenges.

Several entering leaders of color noted the responsibility they 
had for supporting/protecting exiting white leaders



In Their Own Words

It’s just absurd. I feel like funders are so excited to have that 
moment [of hiring a leader of color] and be like, “Yay, look, what’s 
happening.” And everybody’s like, “Yay,” and then they just walk 
away. And . . . in almost every case that I know of, a staff that has 
deep seated issues of race and gender and gender identity that 
nobody has dealt with or unpacked. You step into that role and 
people are like, “I want this solved tomorrow.” . . . We don’t have the 
liberty as black women leaders to say we’re going to set that aside 
and come back to it in a month. Our staff will revolt.

—Incoming Leader of Color

“



Report Findings

1. Leaders of color need supports, not more 

training.

2. Leaders of color take on added burdens, 

without additional compensation.

3. Leaders of identity-based organizations face 

distinct demands.

4. Unique challenges come with taking over 
leadership from white predecessors.

5. Too few white leaders factor race equity into 

their succession plans.



Finding 1

Leaders of color 

need supports, 

not more training.

@BldingMovement 

#RacetoLead

@buildingmovementproject 

#RacetoLead

@BuildingMovementProject 

#RacetoLead



1. Leaders of color need supports, not more 
training.

Prior to my current role as a nonprofit CEO, I’d hit the glass 
ceiling several times … I found myself being passed up for 
roles while less experienced white women or male leaders 
of color ascended into promotions. I grew weary of having 
to constantly advocate for myself while others had 
institutional ‘sponsors’ lobbying on their behalf.

—Latinx Woman ED/CEO Survey Respondent

“



1. Leaders of color need supports, not more 
training.

others had 

institutional 

‘sponsors’ 

lobbying on their 

behalf



1. Leaders of color need supports, not more 
training.



Finding 4

Unique challenges 

come with taking 

over leadership from 

white predecessors.

@BldingMovement 

#RacetoLead

@buildingmovementproject 

#RacetoLead

@BuildingMovementProject 

#RacetoLead



4. Unique challenges come with taking over 
leadership from white predecessors.



4. Unique challenges come with taking over 
leadership from white predecessors.



Finding 5

Too few white 

leaders factor race 

equity into their 

succession plans.

@BldingMovement 

#RacetoLead

@buildingmovementproject 

#RacetoLead

@BuildingMovementProject 

#RacetoLead



5. Too few white leaders factor race equity into 
their succession plans.



There’s two parts to winning [in an executive transition]. 
There’s getting your colleague of color into that position, 
but then the hardest thing is making sure that she has the 
support to succeed.

—Participant in Focus Group with White EDs/CEOs in Boston

“

5. Too few white leaders factor race equity into 
their succession plans.



Preview of New Race to Lead Survey

2022 Race to Lead Survey – Over 2,000 nonprofit workers 
(so far) have responded



RTL: Aspiration to Lead 
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RTL: What’s Important, Then vs. Now
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Take and Share the 2022 Race To Lead Survey

bit.ly/RaceToLeadSurvey



Thank You

@BldingMovement 

#RacetoLead

@buildingmovementproject 

#RacetoLead

@BuildingMovementProject 

#RacetoLead

Sign Up for the BMP mailing list at 
www.buildingmovement.org/

Reports at www.racetolead.org

fkunreuther@buildingmovement.org

http://www.buildingmovement.org/
http://www.racetolead.org/
mailto:fkunreuther@buldingmovement.org

