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Research Motivation

 Nonprofit organizations (NPOs) have become key economic and social

actors worldwide, with significant contributions to GDP and employment

across countries, including Israel.

 CEOs of NPOs play a crucial role in maximizing organizational and economic

impact, yet compensation is constrained by the sector’s "non-distribution

constraint.“

 Growing interest surrounds the determinants of nonprofit CEO compensation

 In Israel, Arab-Palestinian women face intersecting barriers in

employment, leadership, and pay, despite improved education levels

 The lack of representation of Arab-Palestinian women in executive roles raises

concerns of intersectional inequality in NPO leadership



Research Objective

 To examine the relationship between ethnicity and gender, particularly 

being an Arab-Palestinian woman, and CEO compensation in the Israeli 

nonprofit sector

 To identify whether and how pay disparities vary across different 

nonprofit sectors.

 To apply an intersectional framework that considers the overlapping 

effects of gender, ethnicity, and structural inequalities

 Ultimately, to shed light on patterns of inequity within a sector committed 

to social justice and inclusion



Literature 
review



Women's Employment in the 

Nonprofit Sector

 Structural changes in the welfare state (e.g., privatization, devolution) increased 
women’s presence in the nonprofit sector (Baines Charlesworth, Cunningham, & 
Dassinger, 2012)

 Women comprise ~70% of NPO employees in countries like the U.S., Canada, 
Israel, and the U.K.—a higher rate than in both the business and public sectors 
(Benz, 2005; Katz & Yogev-Keren, 2015; Lanfranchi & Narcy, 2015; Teasdale et al., 
2011).

 Common explanations include:

 Alignment between NPO missions and perceived "feminine" traits (e.g., empathy, care) 
(Benz, 2005).  

 Socialization toward altruistic service roles (Themudo ,2009).

 Greater availability of flexible hours and part-time roles (Lanfranchi & Narcy, 2015).

 Lower pay structures make NPO jobs more suitable for secondary earners—often 
women (Mirvis, 1992).



Underrepresentation in Leadership

 Despite high representation overall, women are concentrated in 

lower-level positions within NPOs (Gibelman, 2000; Pynes, 2000). 

 Men hold the majority of executive and board positions—even in 

female-dominated sectors (Harris & Miller (2018) 

 Studies report:

 Slower promotion rates for women, even when controlling for age, 

education, and experience (Damman, Heyse, & Mills, 2014).

 Male-dominated leadership and boards recognize gender imbalance 

as a concern (Harris & Miller, 2018).

 Gendered organizational norms and "glass ceiling" dynamics persist 

in nonprofit leadership.



Gender Pay Gaps in NPOs

 Women earn less than men at all organizational levels within NPOs  (Katz & 
Yogev-Keren, 2015; Themudo, 2009). 

 Minority women earn the least, even in executive roles (Gibelman, 2000) 

 Largest gender pay gaps are found in larger NPOs and in male-dominated 
fields (Rooney & Mesch, 2008). 

 Pay disparities are shaped by:

 Sector ( (Faulk, Edwards, Hamilton, Lewis & McGinnis, 2013). 

 Type of occupation (nursing vs. financials officers) (Damman et al., 2014) 

 Organizational size and mission (Taylor, 2024).

 Region (Taylor, 2024)

 Female-dominated sectors sometimes exhibit lower promotion rates to 
management.



Donations and DEI

 Recent trends suggest that donors are increasingly demanding 

greater diversity, equity, and inclusion (DEI) from the nonprofit 

organizations they support.

 Foundations and donors are increasingly incorporating DEI 

considerations into their investment decisions (Capek & Mead, 

2006). 



Research Hypotheses

H1: Jewish women CEOs earn higher annual compensation than Arab-

Palestinian women CEOs.

H2: The size of NPOs moderates the relationship between women's ethnicity and

annual compensation. As the size of the organization increases, the gap in annual

compensation between Jewish and Arab-Palestinian CEOs decreases.

H3: The donation ratio moderates the relationship between women's ethnicity and

their annual compensation. As the ratio of donations to revenue increases, the gap in

annual compensation between Jewish and Arab-Palestinian women CEOs decreases.



Research Hypotheses

H4: Women CEOs managing nonprofits located in peripheral areas (North/South) 

earn lower annual compensation than women CEOs managing nonprofits in other 

areas.

H5: Women CEOs managing nonprofits located in the center earn higher annual 

compensation than women CEOs managing nonprofits in other areas.

H6: In sectors with greater percentages of nonprofits and occupations dominated by

women employment, Jewish women CEOs receive higher compensation than Arab-

Palestinian women CEOs.



Methodology



Data Sources

Income Statements

Balance Sheets
Narrative Reports

Central Bureau of 
Statistics

NPO’s Regions and the 
ethnic composition of city

CEO information: name and 
salary 

CEOs’ gender

LinkedIn

NPOs’ website



12,535 NPOs

8,514 NPOs 

Managed by 

Men CEOs

4,021 

Managed by 

Women CEOs

Israeli GuideStar website

Period from 2018 to 2022

(שחר עובדיה: צילום)ל גולף"אלי מזרוח מנכ



207 

Arab-Palestinian

Women CEOs

5.2%

3742 Jewish 

Women CEOs

94.8%

3942 

Women CEOs

100%

Sample



Dependent variable 

CEO compensation

Annual salary of CEOs 

Independent variable

Women's ethnicity 

A dummy variable

1 denotes an Arab-Palestinian CEO

0 denotes a Jewish CEO

Univariate Tests

Multivariate Regressions



Control Variable

NPO age

Subtracting the year of establishment

from the current year.

NPO size

Total program expenses (Frumkin & Keating, 2010) 

Ethnic demography

The ethnic composition of the city

A dummy variable
1 indicating a majority of Arab-Palestinian population (above 

50%)

0 indicating a majority of Jewish population (above 50%)

תשביקצופן : צילום



Control Variable

The government and local 

funding ratio

The proportion of government and local 

authority funding relative to total revenue

Donation ratio

The proportion of local and international

donations to total revenue

Donations in year t+1 minus donations

in year t

Contribution growth



Control Variable

Administrative efficiency

One minus the ratio of administrative 

expenses to total expenses

Commercial revenue share
The ratio of commercial revenue (CR) to 

total revenue

CR includes proceeds from sales of goods 

and program service fees

Years

A dummy variable

2018,2019,2020,2021,2022



Region
Jerusalem

Northern District

Haifa

Central District

Tel Aviv

Southern District

Control Variable

A dummy variable



Sectors
1. Religion 

2. Culture

3. Sports

4. Research and Education

5. Welfare Services

6. Health 

7. Volunteering and Philanthropy

8. Professional Associations

9. Advocacy 

10.Social Services

11.Legacy

12.Development and Housing

13.Environment

14.International Activity

A dummy variable



Results



Comparison of Mean and Standard Deviation of Annual 

Compensation for Men and Women CEOs

* Data in thousands 





Table 2: Descriptive Statistics of Jewish Women CEOs and Arab -

Palestinian Women CEOs Subsamples

* Data in thousands 



Regression of Annual Compensation for Women Sample



Table 5: Regression of Annual Compensation for Women Sample



Regressions by Sectors



Table 6: Regressions by Sectors



Discussion 
and 
Implications



Persistent Ethnic and Gender Pay Gaps 

Among CEOs in NPOs

 Despite women's dominance in the nonprofit 

workforce (70%), significant compensation gaps 

persist between men and women, and especially 

between Jewish and Arab-Palestinian women CEOs.

 Jewish women CEOs earn more than Arab-Palestinian 

women across all NPO types, sizes, and ages.

 Organizational growth (size) slightly narrows the gap 

but does not eliminate it.

📌 Implication: These patterns challenge the social 

justice values that NPOs are expected to embody.



 Funding sources (government, donations, 
revenue) do not eliminate ethnic pay 
disparities.

 Higher reliance on donations can slightly 
moderate the gap, suggesting that donors 
and funders may influence equity.

 Sub-sector variations:

 Gaps persist in education, and social service, 
where most Arab-Palestinian women CEOs 
work.

 In sectors like welfare, sports, advocacy, the 
pay gap is smaller or negligible.

 In health, Arab-Palestinian women earned 
more—but sample is small.

📌 Implication: External oversight (e.g., donor 
expectations) and sector dynamics may 
promote greater fairness in pay.

Factors Affecting and Moderating the Pay Gap



 Arab-Palestinian women face intersectional 
challenges :

 Cultural and patriarchal norms

 Language barriers (Hebrew proficiency)

 Limited geographic and social mobility

 Ongoing Jewish–Palestinian conflict

 Ethical gap: While NPOs claim to promote equity and 
inclusion, the evidence points to structural 
discrimination. (Livnat & Almog-Bar, 2024) 

 Recent improvements in Arab-Palestinian women’s 
education offer opportunity, but conflict and systemic 
exclusion hinder progress.

📌 Call to Action: NPOs, funders, and the broader public 
must push for inclusive hiring, transparent pay policies, 
and leadership pathways for minority women.

Structural Barriers and the Need for

Inclusive Change



Thank You!



* Data in thousands 



Table 3: Comparison of Mean and Standard Deviation of Annual Compensation 

for Jewish and Arab-Palestinian CEOs by Age and Size

* Data in thousands 



Comparison of Mean and Standard Deviation of Annual Compensation for 

Jewish and Arab-Palestinian CEOs by Contribution Growth and Government 

and Local Funding Ratio

* Data in thousands 



Comparison of Mean and Standard Deviation of Annual Compensation for 

Jewish and Arab-Palestinian CEOs by Donation Ratio and Commercial 

Revenue Share

* Data in thousands 



Comparison of Mean and Standard Deviation of Annual Compensation for 

Jewish and Arab-Palestinian CEOs by Administrative Efficiency and Region

* Data in thousands 



Comparison of Mean and Standard Deviation of Annual Compensation for 

Jewish and Arab-Palestinian CEOs by Ethnic Demography

* Data in thousands 



Table 4: Sector-Based Comparison of Mean and Standard 

Deviation of Annual Compensation for Jewish and Arab-

Palestinian CEOs

* Data in thousands 



Sector-Based Comparison of Mean and Standard Deviation of Annual 

Compensation for Jewish and Arab-Palestinian CEOs

* Data in thousands 


