
 
 

 

TOWSON UNIVERSITY 

OFFICE OF GRADUATE STUDIES 

 

 

A MIXED-METHODS STUDY ON EMPLOYMENT WITHIN A FEMINIST NON-

PROFIT ORGANIZATION 

 

 

by   

Kelley A. Locher 

 

A thesis 

Presented to the faculty of 

Towson University 

in partial fulfillment 

of the requirements for the degree 

MASTER OF SCIENCE 

Department of Social Science 

 

 

Towson University 

Towson, Maryland 21252 

 

December, 2013 

 

 

 

 

 

 

 

 

 



 

ii 
 

 

 

 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

iii 
 

 

 

ACKNOWLEDGMENTS 

    

     

I acknowledge, with gratitude, my debt of thanks to Dr. James C. Roberts for 

consenting to be my Thesis Chair amidst many additional obligations of greater 

importance. His constant encouragement, expertise on research methods, and aid in 

putting together a wonderful thesis committee could not be matched. Many thanks to Dr. 

Elizabeth J. Clifford, whose passion for human rights tugged at the researcher within me 

while enrolled in one of her Sociology classes. Additionally, a warm thank you to Dr. 

Maureen E. Todd who had the patience to guide me through the qualitative study. And 

finally thank you to Towson University’s Social Science department and Dr. Michael J. 

Korzi for allowing me to continue the quest for higher education and free-thinking.  

Above all, I am indebted to my sister, Britany Locher, whose unyielding support 

of my graduate education and ongoing paper-editing only generated further admiration 

for her selflessness and continued investment in women’s rights. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

iv 
 

 

 

ABSTRACT 

 

A MIXED-METHODS STUDY ON EMPLOYMENT WITHIN A FEMINIST NON-

PROFIT ORGANIZATION 

 

Kelley A. Locher 

 

 

 

 

This thesis explores the mechanisms that drive individuals employed in non-profit 

feminist organizations to be proponents of social change. The means to recruit additional 

support for women’s rights is clarified by examining individual and group motivations. 

Quantitative and qualitative data was collected from 60 individuals currently employed in 

a feminist nonprofit organization. The findings provide insight into reasons why men and 

women actively engage in women’s advocacy roles. The outcomes suggest there are two 

consistent characteristics that identify support of feminism: a liberal political orientation 

and a high educational attainment. In addition, emphasizing female kinship relationships 

may have a positive effect on male support of feminism. Further, reframing women’s 

rights as a human rights issue may attract and recruit a broader community of individuals.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

v 
 

 

 

TABLE OF CONTENTS 

 

 

Introduction ____________________________________________  1 

Literature Review ________________________________________ 4 

Methods and Materials ____________________________________ 33 

Results _________________________________________________40 

Discussion______________________________________________ 53 

References______________________________________________ 58 

Curriculum Vita__________________________________________ 65 

  

    

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



1 
 

 
 

Frederick Douglass, April of 1888, Washington, D.C. 

A quote from a speech before the International Council of Women:  

“When I ran away from slavery, it was for myself; when I advocated emancipation, it was for my 

people; but when I stood up for the rights of woman, self was out of the question, and I found a 

little nobility in the act.” 

 

 

INTRODUCTION 

 

 Individuals who are enlightened on issues of sex discrimination can become 

committed to changing these gendered conflicts. This change is possible through 

involvement in many outlets, one of which includes participating in social change 

organizations where women’s rights are the focus. Social change organizations are 

dedicated to addressing “systemic problems in a way that will increase the power of 

marginalized groups, communities or interests.”
1
 Systemic problems relating specifically 

to the welfare of women include, but are not limited to, the right to: hold political office, 

receive equal pay, equal education, reproductive freedom, and support and justice 

concerning sexual violence issues. Engaging in non-profit organizations (NPOs) by being 

active on a board of directors, as staff members or other types of volunteer activities in 

general has proved beneficial to women’s liberation. Political activism and women’s 

studies continue to enlighten women to their actual influence in society and may aid them 

in discarding traditional female roles.
2
 Furthermore, engaging in advocacy work creates 

                                                           
1
 Chetkovich, C. A., & Kunreuther, F. (2006). From the ground up: Grassroots organizations making social 

change. Ithaca: ILR Press/Cornell University Press, 14. 
2
 Stake, J. E., & Rose, S. (1994). The long-term impact of women's studies on students' personal lives and 

political activism. Psychology Of Women Quarterly, 18(3), 403-412. 
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larger social networks through which women are able to engage in dialog with other 

women.
3
  

 Social change organizations dedicated to women’s rights can similarly prove 

beneficial to men’s gender awareness through their own involvement and activism. 

Progress relating to women’s rights is difficult to achieve by only targeting women, who 

constitute only one-half of potential participants. The current research will help uncover 

why it is imperative to include male voices and advocacy within feminist non-profit 

organizations in order to increase their mission’s effectiveness and range of influence.  

 Research on the male role in women’s advocacy is also important because gender 

discrimination continues to manifest in hindering women’s access to political gains, 

educational achievement, and reproductive-health related issues, just to name a few. The 

examination of men who do engage actively to dismantle sexism can serve as a utility for 

women’s advocacy organizations to increase public awareness of gender-related issues. It 

is therefore important to identify individuals who are capable of developing into 

mechanisms of social change. 

 By engaging men and women in non-profit advocacy, translating equal rights 

legislation into everyday practice is possible. The current examination aims to raise 

awareness of gender equality as not only a gender issue but a civil rights issue. The 

research is interested in exploring what drives men to be proponents of social change, 

concentrated on feminist issues. The main goal of the research is to provide insight into 

reasons why men and women actively engage in women’s advocacy roles.  

 This research proposes that individuals can be educated about women’s rights by 

groups similar to the current survey participants. By increasing the mechanisms used to 

                                                           
3
 Cable, S. (1992), Women’s Social Movement Involvement. The Sociological Quarterly, 33: 46. 
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recruit allies and advocates for women, the effect of social change concerning women’s 

rights can be greater. Not only can these mechanisms of enlightenment be used for 

women’s rights, but the development of other stigmatized minority groups’ civil liberties 

as well.  
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LITERATURE REVIEW 

 

 A review of extant literature will help develop an understanding about the 

motivation behind male and female involvement in not-for-profit, women’s rights 

identified organizations. It should be noted that ‘women’s rights organizations’ and 

‘feminist organizations’ are used interchangeably within the current research. Martin  

provides a definition of feminist organizations, stating: “an organization is feminist if it 

meets any of the following criteria: (a) has feminist ideology; (b) has feminist guiding 

values; (c) has feminist goals; (d) produces feminist outcomes; (e) was founded during 

the women’s movement as part of the women’s movement.”
4
 This definition will operate 

as the foundation of targeted non-profit organizations (NPOs) in the current research. 

Further, the organizations are defined as feminist, or focused on women’s rights, because 

they commit to ending repression due to sexism.
5
 

Additionally, it is advantageous to examine literary evidence on distal effects that 

influence individual beliefs. Through this investigation, it is possible to create a 

framework of attributes or distinguishing qualities that are most likely to be characteristic 

of individuals that engage in feminist advocacy.  In the following literature review, the 

topics of non-profit structure and feminist organizations help to provide background 

information on the importance of NPOs, and specifically feminist NPOs. Next, a 

discussion of non-profit staff motivations, coupled with a review of determinants for 

feminist attitudes, offers a strong base for survey questioning and expectations dictated in 

the research hypotheses. Finally, scholarly research on volunteerism exhibits a direct 

                                                           
4
 Martin, P.Y. (1990). Rethinking feminist organizations. Gender & Society, 4(2), 184. 

5
 English, L.M. (2006). A Foucauldian Reading of Learning in Feminist, Nonprofit Organizations. Adult 

Education Quarterly, 56(2), 92. 
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correlation between one’s volunteer background and desire to be involved in a feminist 

NPO. Overall, the literature enlightens us to the challenges that exist in involving men in 

women’s rights organizations, while simultaneously explaining why it is important for 

men to get involved within this same category of NPOs.   

Non-profit organizations, and specifically feminist-driven NPOs, are increasingly 

effective organizations that induce social change. Further, employment within these 

organizations can be viewed as a form of activism.  

 

 

Non-profit Organizational Structure & Characteristics 

 Non-profit organizations (NPOs) have repeatedly operated as an integral piece of 

maintaining constitutional rights and helping to generate political debate throughout 

American history. Ferree & Martin agree that “the women’s movement has successfully 

called into question… male dominance and institutionalized privilege based on gender… 

attributed in large part to the activities of feminist organizations that have worked for 

change.”
6
 Women and other secondary-class factions lean on NPOs to strengthen and 

advance their own aspirations as a group. As a result of private corporations’ tendency to 

serve from a more patriarchal point of view, the services provided by NPOs to members 

of the marginalized American public are invaluable.  

 A recent study by Li describes how the public image of non-profits is 

strengthened by their assumed compliance with certain ethics.
7
 Further, Aaker, Vohs & 

                                                           
6
 Ferree, M. M., & Martin, P. Y. (1995). Doing the work of the movement: Feminist organizations. 

Philadelphia: Temple University Press, 3-4. 
7
 Li, Z. (2011). Social Capital and Public Image of Non-profit Organizations. International Journal Of 

Business & Social Science, 2(13), 233. 
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Moglinger surveyed university members and found “nonprofit organization (is) judged as 

higher on warmth-related traits (e.g., warm, kind, generous), than a for-profit 

organization.”
8
 Overall, NPOs are viewed by the public as more trustworthy than for-

profits because of their governing board of directors, “service ethos, (and) autonomy 

from market values.”
9
 The Democratic Leadership Council and Civic Enterprises reports 

that nonprofits constitute 11% of the American workforce, with NPOs maintaining 9.4 

million employees and 4.7 million full-time volunteers nationwide.
10

 The positive social 

reputation of NPOs, partnered with their large impact on the workforce, creates a good 

base where individuals can focus their mobilizing efforts in response to systems of 

inequality within society. Although their impact may be large, on-going and/or 

catastrophic financial hardships have a tendency to reduce the influence of NPOs. This 

leads into a discussion on the current economic standing of NPOs and theories about how 

their hardships may be alleviated. This discussion is important to the current research 

since encouraging new types of staff, volunteers or board members to become involved in 

women’s organizations may be vital to preserve the institutions that fight for women’s 

liberation.   

 Not-for-profit organizations maintain responsibility for supporting many social 

justice movements in the United States, historically and presently; however, due to the 

2007 Global Financial Crisis and resulting economic recession in the United States, the 

financial welfare of NPOs is all the more vulnerable.
11

 The Center for Civil Society 

                                                           
8
 Aaker, J., Vohs, K. D., & Moglinger, C. (2010). Nonprofits Are Seen as Warm and For-Profits as 

Competent: Firm Stereotypes Matter. Journal Of Consumer Research, 37(2), 226. 
9
 DiMaggio, P. J., & Anheier, H. K. (1990). The Sociology of Nonprofit Organizations and Sectors. Annual 

Review Of Sociology, 16(1), 142. 
10

 DLC and Civic Enterprises Policy Report. (March 2009). The Quiet Crisis: The Impact of the Economic 

Downturn on the Nonprofit Sector. Washington, DC: Bruce Reed and John Bridgeland. 
11

 DLC and Civic Enterprises Policy Report. (March 2009).  
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Studies at Johns Hopkins Institute for Policy Studies conducted a survey of NPOs in June 

of 2009. They determined that 83% of responding organizations reported some level of 

fiscal stress during the target period of September 2008 to March 2009, with almost 40% 

of the organizations reporting the stress to be “severe” or “very severe”. The fiscal stress 

of the current economy hinders many NPOs from upholding their mission to enhance 

social justice and human rights advocacy. Adaption of new staff members and board of 

directors may help alleviate financial stress within non-profits. Salamon distinguishes one 

of the six characteristics of NPOs is that they serve some “public benefit”
12

; however, 

without financial stability, the diverse and often underprivileged populations served by 

NPOs are at risk. Increased diversity within these organizations to create more revenue, 

as Gajewski revealed, is important to the overall well-being of individuals served by 

NPOs.
13

 The adaptation of personnel on staff within specifically women’s rights NPOs 

can provide increased resilience and growth in times of economic recessions and societal 

hardships.   

 NPOs must utilize monetary resources to endorse the organization’s overall 

mission and respond to certain social problems.
14

 Nevertheless, as monetary resources are 

necessary for any organization to maintain a strong base, it should be noted that NPOs do 

not stress economic expansion over their mission. As previously discussed, a strong 

economic base is necessary to focus on the main objective of the organization, but once 

this base is achieved, it is not the main attraction of the NPO. Further, emphasis on 

                                                           
12

 Salamon, L. M. (1999). The Nonprofit Sector at a Crossroads: The Case of America. Voluntas: 

International Journal Of Voluntary & Nonprofit Organizations, 10(1), 10-11. 
13

  Gajewski, M. (2005). Strategic diversity to increase human capital in public and nonprofit organizations. 

Nonprofit  good practice guide. 1-6. 
14

 Anheier, H.K. and Seibel, W. (1990).  The third sector: Comparative studies of nonprofit organizations. 

Berlin: Walter de Gruyter, 21. 
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progress rather than financial gains allows for these types of organizations to attract 

individuals and volunteers who are expressly interested in implementing social change 

and carrying out the organization’s mission. This type of goal-oriented approach of some 

NPOs contradicts traditional institutional structures that maintain inequality and 

emphasize financial achievement over individual liberties. Henceforth, individuals 

connected to organizations who stress progress over finance may hold a similar belief 

system. This research thesis will therefore focus on organizations that fit Valentinov & 

Larsen’s definition of a neoclassical nonprofit firm, who are oriented “toward utility 

rather than profit maximization.”
15

 Survey research supports this design by reporting that 

non-profit employees place the quality of their job above the importance of increased 

wages, as compared to for-profit employees.
16

 

 The nonprofit sector serves a fundamental role in advocacy by determining socio-

political problems relating to women, and correspondingly producing a feasible solution 

or goal for them.  The growth of NPO’s economic importance only further highlights 

their socio-political influence; NPOs have absorbed “as much as 10% of nonagricultural 

employment and perhaps for 8% or more of the gross domestic product (GDP)”
17

 over 

the last three decades. Hammack further asserts that “it is through self-governing 

nonprofit organizations that Americans have expressed - and managed… diversity.”
18

 

Additionally, it is argued that diverse NPOs can create even more human capital and 

                                                           
15

 Valentinov, V., & Larsen, K. (2011). The meaning of non-profit mission breadth: A constitutional 

economics perspective. Social Science Journal, 48(1), 38. 
16

 DiMaggio & Anheier, 148. 
17

 Hammack, D. C. (2002). Nonprofit Organizations in American History: Research Opportunities and 

Sources. American Behavioral Scientist,45(11), 1640. 
18

 Hammack, 1640. 
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revenue due to the idea that diverse employees can better serve increasingly diverse 

communities.
19

  

 Researchers DiMaggio & Anheier assert that the non-profit sector “contributes to 

pluralism by creating centers of influence outside the state”
20

 and is thus a main source of 

diversity. The most successful organizations are those that enlist staff who are diverse.
21

 

NPOs should have managers that “can look at issues from a range of different points of 

view based on their backgrounds and experiences.”
22

 Noted above, increased productivity 

due to workplace diversity may help alleviate the financial burdens placed on NPOs. 

Gough argues for five ways that NPOs can increase levels of success: involving people 

with divergent points of view; recognizing that English proficiency should not be a 

criteria; seeking help from both genders; and having a balance in religious, racial, ethnic 

and national origin.
23

 NPOs can be increasingly successful if the makeup of their 

organization reflects that of community members who are served.  

 Workplace diversity is recognized as fundamental in increasing the effectiveness 

of non-profit business, which in turn affects the productivity and performance of the 

organization.
24

 An examination of approximately 2,000 for-profit firms executed data 

revealing a “positive relationship between the percentage of female directors on the board 

and Tobin’s q” or financial performance.
25

 A diverse board and staff benefits both for-

profit and non-profit organizations. Similarly, Brown (2002) assessed the effectiveness 

                                                           
19

 Gajewski, 1-6. 
20

 DiMaggio & Anheier, 151. 
21

 Carter, Simkins & Simpson, (2003). 
22

 Gough Jr., S. N. (2005). Five reasons for nonprofit organizations to be inclusive. New Directions For 

Philanthropic Fundraising, 2005(47), 127. 
23

 Gough Jr., 140. 
24

 Mastracci, S. H., & Herring, C. (2010). Nonprofit management practices and work processes to promote 

gender diversity. Nonprofit Management & Leadership, 21(2), 155-175. 
25

 Carter, D. A., B. J. Simkins, & W. G. Simpson. (2003). Corporate Governance, Board Diversity, and Firm 

Value. Financial Review, 38, 50. 
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and attitudes of 121 NPOs. The research uncovered that diverse boards are more apt to 

report their performance as more contextually-based than non-diverse organizations. This 

means that the board takes into account “the culture, history, and values of the 

organization when making decisions.”
26

 This aspect of any company is increasingly 

important, as the effectiveness of the organization rests on the decisions of the staff to 

parallel the overall mission and values of the specific company. There are many benefits 

in engaging a gendered or racially diverse staff. Diversity within organizations allows for 

multiple perspectives and experiences to take part in resolving company issues and 

creating an operative pathway for the organization’s aspirations to transpire.  

 A dialogue about the importance of diverse company staff ties in directly with the 

actual studied composition of large corporation’s staff, NPO’s staff and feminist-based 

NPO’s staff. Additionally, background information on the importance of diversity offers 

further understanding of the projected methodology in the present study. A report in 2011, 

conducted by Catalyst, found that in the United States, women comprised only 8.3% of 

Fortune 500 lead directors, compared to 8.8% in 2010. Further, Catalyst reported women 

occupied 16.1% of board seats at Fortune 500 companies.
27

 With women comprising half 

of the U.S. population, these numbers are shocking. As large corporations continue to 

inhibit women from obtaining executive positions, NPOs have largely maintained a 

responsibility to counteract this perpetual marginalization by promoting more diverse 

establishments, regardless of the organization’s mission or focus. Although still lacking in 

ethnic diversity, gender divisions have fallen within NPOs. In 2010, there were 48% 

                                                           
26

 Brown, W.A. (2002). Racial Diversity and Performance of Nonprofit Boards of Directors. Journal of 

Applied Management and Entrepreneurship 7(4):43-57. 
27

 Soares, R. (2011). 2011 Catalyst Census: Fortune 500 Women Board Directors. 
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women on NPOs board of directors, up 5% from 2007.
28

 Concerning staff composition 

within NPOs, women fill 68% of nonprofit staff positions; Further, 40% of executive 

directors are male and 60% female.
29

 The heightened rate of female staff in NPOs is 

highly beneficial to their fundraising success because women control the spending of 

60% of the nation’s wealth and “the number of women who earned $100,000 or more 

tripled in the last decade.”
30

 Overall, as NPO staff structure is more heavily comprised by 

women, who are increasingly controlling more of the nation’s wealth, there is potential 

for the financial situation of NPOs to improve. These statistics parallel the argument 

earlier about diverse non-profits’ ability to create more human capital and revenue since 

diverse employees can better serve increasingly diverse communities.  

 Since feminist-based NPOs serve primarily women, the staff composition should 

largely reflect the target population; however, this does not mean that alternate points of 

view from men should be disregarded. Women’s organizations cannot be expected to 

succeed with only the aid of other women. Being female does not automatically make 

you a feminist; there are still many women who do not support women’s rights, and 

because of this, “in political and economic arenas, women can gain little without men 

being actively involved.”
31

 As the research above noted the large gains of women within 

the nonprofit sector, the larger for-profit sector and political realms are still largely 

governed by a male presence and patriarchal viewpoints. It is for this reason that 

women’s organizations can benefit greatly from heightened male support and presence. 

                                                           
28

 BoardSource Nonprofit Governance Index, 2010. 
29

 Halpern, R. P. (2006). Workforce Issues in the Nonprofit Sector: Generational leadership change and 

diversity. Kansas City, MO: American Humanics, 7. 
30

 Nardell, M., & Moore, J. (2007). The women’s sector? not quite…. 
31

 Schacht, S. P., & Ewing, D. W. (2004). Feminism with men: Bridging the gender gap. New York: 

Rowman & Littlefield, 55. 
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The research above overall highlights how a balance between genders within an 

organization may be significant to their success.  

 The current study aims to reveal both personal attitudes towards men being 

involved in feminist NPOs and self-reported statistics on the actual proportion of men 

and women employed within feminist NPOs. The information reported in the impending 

survey will aid in further clarifying the idea that although scholarly literature advocates 

for diversity within organizations, individual attitudes on the topic of male presence 

within feminist NPOs may contradict scholarly opinion. An in-depth discussion about the 

motivations of nonprofit employees will come next. 

 

 

Non-Profit Staff Motivations 

 NPOs aid populations of individuals who desire to collectively voice their 

interests, needs, and public issues. They provide an institutionally-based portal by which 

these groups are able to collectively work together without absolute regulation from the 

government or society. Feminist organizations, in particular, are described as “a 

grassroots response to systemic social problems.”
32

 To further understand NPOs, 

(specifically feminist-based NPOs), staff members existing as a central component within 

these organizations will be assessed.  

 Employees hired to NPOs are expected to have the best interest of the 

organization in mind and share beliefs in the mission statement as rendered by the NPO. 

Because most staff members receive minimal financial compensation for their time-

investment, their dedication to the mission of the organization can be viewed as inherent. 

                                                           
32

 Chetkovich & Kunreuther, 14. 
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Studies spanning across 10 years also suggest that the characteristics of non-profit 

employees have not altered much.  

 DiMaggio & Anheier examined the differing values of non-profit employees and 

for-profit employees. They found non-profit employees were more willing to work for 

decreased wages than for-profit employees, due to their heightened emphasis on job 

quality and overall differing values systems. Further, NPOs only attract people who are 

willing to work for less in exchange for a more conducive or rewarding work 

environment because “entrepreneurs preoccupied with profits apply their talents 

elsewhere.”
33

 The differing values system mentioned by DiMaggio & Anheier is 

subsequently highlighted in a later study by Gibelman. She studied seventy-five NPOs in 

the U.S., gaining data from 4,596 employees. The study participants uncovered that 

“humanitarianism, charity, human rights, and human well-being”
34

 were recognized 

values that employees viewed as existing within human services NPOs. Human rights 

and well-being are at the core of feminist NPOs as well, although they direct their focus 

more specifically on the well-being of women and children.   

 Leete’s research findings similarly suggest that non-profit staff weigh their “love 

of the job” more heavily than the wages of the job. The researcher asserts “nonprofit 

organizations require more intrinsically motivated and organizationally oriented 

employees.”
35

  Overall, although employees are paid a wage or salary, non-profit 

employees weigh the non-monetary rewards of their job more heavily, since the financial 

benefits of working for a NPO are typically minimal. Additionally, this allows for higher 

                                                           
33

 DiMaggio & Anheier, 140. 
34

 Gibelman, M. (2000). The Nonprofit Sector and Gender Discrimination. Nonprofit Management & 

Leadership, 10(3), 254. 
35

 Leete, 429. 
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rates of cooperation between employees and management. The increased wage equity 

distribution between non-profit staff versus for-profit staff
36

 suggests decreased hierarchy 

and improved cohesiveness within NPOs. Research supports this concept by explaining 

how wage equity is directly related to perceptions of fairness and employee motivation. 

Non-profit employees show increased motivation when they perceive wages within 

organization to be more widely dispersed versus concentrated in upper-management, 

similar to how for-profit organizations work.
37

  

 Satisfaction within one’s workplace can be measured a number of ways, 

including: salary/wage, non-wage benefits, organizational structure, work atmosphere and 

more. The continued research in contrasting the operations of NPOs and for-profit firms 

further determines that although NPOs generally have better non-wage benefits, this still 

does not directly explain non-profit employees’ higher job satisfaction.
38

 The gain of 

“higher intrinsic utility”
39

 can help explain higher job satisfaction of non-profit staff as 

opposed to for-profit staff in the same industry sector. Other factors that have been 

uncovered to help explain higher job satisfaction and motivation include: increased 

responsibilities and family-friendly policies.
40

 When persons who value increased 

responsibility above wage are partnered with non-profits that are typically characterized 

as autonomous
41

 a mutually beneficial situation is created. Non-profits benefit from 

qualified employees who are willing to accept lower wages, and the employees benefit by 

gaining greater job responsibility and job satisfaction. Alternate research similarly 

                                                           
36

 Leete, 442. 
37

 Leete, 429-442. 
38

 Benz, M. (2005). Not for the profit, but for the satisfaction?: evidence on worker well-being in non-profit 

firms. Kyklos: International Review For Social Sciences, (2), 171. 
39

 Benz, 157. 
40

 Lee, Y. & Wilkins, V. M. (2011). More Similarities or More Differences? Comparing Public and 

Nonprofit Managers’ Job Motivations. Public Administration Review, 71(1) 52. 
41

 DiMaggio & Anheier, 142. 
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indicates how a positive work-family balance motivates non-profit employees, while 

monetary incentives motivate for-profit employees.
42

 NPO emphasis on family-friendly 

policies is important since there are higher percentages of managers with children in the 

non-profit sector than the for-profit sector.
43

  

 NPOs benefit by hiring qualified (and often over-qualified) employees for lower 

compensation. Non-profit managers were found more likely than public managers to have 

a master’s or advanced degree.
44

 Similar research by Benz maintains that nonprofit 

employees receive lower wages & fewer benefits than for-profit employees, despite their 

higher rate of college and post-graduate degrees.
45

  

 The research uncovered in this section provides greater understanding of non-

profit workers. The socio-emotional rewards granted to persons working in successful, 

mission-driven NPOs not only attracts desired employee candidates for the NPOs, but 

also allows NPOs to gain invaluable employee work efforts and expertise for lower 

wages. By reviewing literature on motivation for NPO employment, we can better 

understand ways to increase non-profit support from targeted community members 

(namely, male support of feminist NPOs). The current thesis will reveal the top motives 

for employment of current feminist non-profit staff through a comprehensive 2-part 

survey. It will address both respondents employment position, annual salary, and top 5 

reasons for serving as a staff member within a feminist NPO.  

 

                                                           
42

 Sung Min ParkWord, J. (2012). Driven to Service: Intrinsic and Extrinsic Motivation for Public and 

Nonprofit Managers. Public Personnel Management, 41(4) 725. 
43

 Lee & Wilkins, 45. 
44

 Lee & Wilkins, 45. 
45

 Benz, M. (2005). Not for the profit, but for the satisfaction?: evidence on worker well-being in non-profit 

firms. Kyklos: International Review For Social Sciences, (2), 155-174. 
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Feminist Organizations & Consciousness-Raising Experiences 

Non-profit organizations (NPO) whose focus is on feminism aim to equalize the 

social structures under which men and women participate. These organizations “engage 

in collective action to become protagonists of public problem solving.”
46

 Dietch asserts 

that the “women’s movement increasingly relies on (NPOs) to coordinate and carry out 

social change work.”
47

 Researchers further ascertain that feminist organizational structure 

is unique unto itself. It is therefore important not only to review NPO characteristics, but 

determine the strategies and importance of women’s rights-based organizations as well. 

For example, Dietch’s study on feminist organizations determined through interviews that 

bringing in personal issues and emotions to the job was a key feature in the workplace. 

The idea of separating work from home life was not encouraged. Even further, members 

of the various organizations studied believed that the convergence of home life and work 

life was “significant for feminist transformation of the workplace.”
48

 It is possible that the 

involvement of work life and home life is characteristic of many organizations where 

human rights are the focus. Discriminatory practices that are both experienced and 

observed within society are directly connected to the mission of feminist and human 

rights organizations. Further, women who work in feminist organizations are likely to 

experience discrimination outside of the workplace while simultaneously fighting against 

sexism in their everyday job. Isolating their outside experiences would be 

disadvantageous if they are trying to create a safe working environment for themselves 

and their clients. One of Deitch’s interviewees approached this idea head-on, stating that 

                                                           
46

 Chetkovich & Kunreuther, 14. 
47

 Deitch, C. (2007). Labor in the Vineyard of the Women’s Movement: Feminist Organizations as 

Workplaces. Conference Papers – American Sociological Association, 1. 
48

 Deitch, 9. 
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she expects a work environment “that supports a linking of personal, personal as political, 

personal political and work.”
49

 The idea of transformative learning in the workplace will 

be discussed later in the literature review. 

 Feminist organizational success depends on taking into account the needs of the 

staff, board of directors, and the people they serve. Disney & Gelb discuss four key 

components of feminist organizational success. This includes the following: achievement 

of policy objectives; building a human and economic resource base; changing patriarchal 

norms; and overall organizational maintenance and survival.
50

 The components of 

organizational success that will be focused on in the following research deal with the 

achievement of policy changes and transforming societal norms. These features are 

especially important to research because, as noted earlier, it is through feminist 

organizations that movements and greater societal change is accomplished. Feminist 

organizations are viewed as the catalyst behind achieving feminist goals. Three major 

types of feminist goals include “(a) to change their women members by improving their 

self-esteem, political awareness, skills; (b) to serve women generally through providing 

education or services such as political education, personal counseling, health care, shelter 

from battering and knowledge (c) to change society so that women’s status, treatment, 

opportunities and condition in life are improved.”
51

 Interestingly noted, these generally-

accepted feminist goals do not mention changing male members, or really anything 

relating to the inclusion of men as a means for feminist transformation and growth. The 
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topic of male support as crucial to the advancement of women’s rights will be deliberated 

in the current thesis research.  

There are multiple and conflicting approaches to defining what constitutes 

“feminism”, but many researchers argue that “exclusion” does not need to be 

incorporated in this definition. Non-profit organizations are well-identified as having a 

female-dominated staff
52

 and feminist-based NPOs attract even more female staff 

members due to their mission of various women’s rights interests. Unfortunately, no valid 

statistic exists on the proportion of men employed within specifically feminist-based 

NPOs. Feminist ideologies are divided between maintaining autonomy in the support for 

women’s rights versus a cooperative movement for community change by including men 

in the struggle. Regardless of male presence or not, feminist-based NPOs need not fall 

into the same category as large corporations as “exclusionary”.  

Studies investigated below highlight different viewpoints on the benefits and 

damage of embracing men in feminist organizations. Martin enlightens us to the reality 

that some women’s organizations will not accept men as members, while others, such as 

the National Organization for Women (NOW), accept them willingly.
53

 The current 

research, through surveying male staff members within feminist nonprofits, is arguing for 

a cooperative approach of feminism.  

English, however, supports an opposing point of view via a study on board 

members within feminist organizations. In-depth interviews of 16 individuals (staff and 

board members) within feminist organizations aimed to explore how learning transpires 

within these establishments. The research noted that although there were common 
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conflicts between the board members on issues relating to decision-making and finances, 

“the women were able to work through the issues because it was all women on the board; 

women are less inclined to grandstand or to engage in impression management.”
54

 The 

board members here largely promoted separation of the sexes to maintain heightened 

cooperativeness, unlike previously-reviewed research that promotes diverse board 

membership. 

Metzendorf & Cnaan’s study on volunteers within feminist organizations revealed 

that the volunteers within feminist-oriented companies were all women, “men donated 

money, and at times, served as staff… but were not used as volunteers.”
55

 The researcher 

concluded that the use of strictly female volunteers only further perpetuated the norm that 

women volunteered; men were exempt from this responsibility simply because men are 

not stereotyped as volunteers and henceforth are not expected to volunteer. There was no 

mention in the study, however, whether interested male volunteers were discouraged and 

turned away or if men simply did not approach the organization to be volunteers.  

Scholars also express the advantageousness of incorporating men in feminist 

organizations, in any capacity (as staff, board members, volunteers or etc.).
56

 Kimmel 

provides an interesting argument when he states “men as a group do have power, and that 

power is organized against women. But some men also have power over other men.”
57

 

Kimmel suggests that men do have the capability to understand and experience 

powerlessness against men. They may be capable of challenging themselves and other 
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men to help end patriarchy. Although it may be very difficult for men to remove 

themselves from patriarchy
58

, shared experiences of oppression and involvement in 

women’s rights organizations allow for increased collaboration against institutional 

sexism.  

Schacht & Ewing further emphasize the harms of gender separation and 

exclusion. They state “not only is it impossible to achieve gender equality by excluding 

men, but such an outlook ironically promoted essentializing notions of gender that have 

long been used to support and sustain gender equalities.”
59

 One of the researchers 

highlights personal experiences to help explain how men have been important allies in 

her career, and that from these observations, a question arises: “To what extent could 

patriarchy be used to fight patriarchy?”
60

  

Crowe discusses two challenges men face when becoming engaged with 

feminism. The understanding that feminism and women’s organizations are for and about 

women engages the assumption that if it is for women, it must be against men. Secondly, 

the overwhelming sense of guilt or shame feminism may bring to men causes conflict; 

they “feel they are being blamed — or perhaps they feel they are to blame.”
61

 Crowe’s 

suppositions suggest it is men who don’t want to be involved in feminism, and not 

women’s organizations excluding them from the opportunity. Either way, enhanced 

inclusive gender relationships can setup opportunities to explain feminism and women’s 

rights to men without societal pressure and feelings of guilt.  
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The views of these researchers and others support the claim that enlisting the 

volunteerism of men in the NPO feminist sector as board members, volunteers or staff 

can both enlighten men to the diverse missions of feminist action, as well as, allow men 

to actively engage in promoting women’s rights. If it really is necessary to include men in 

feminism to succeed, then there is no better way than through political and organizational 

realms. Mirshra & Singh state that feminist organizations are actually experiencing 

pressure to hire men - advised “not to burn your bridges with men.”
62

 This declaration 

about the potential benefit of male staff is not advocating for men to be in leadership 

positions within these organizations, but rather allowing them an opportunity to become 

supportive participants and allies in a fight for women’s rights.  

Pro-feminist men’s organizations are not as visible as feminist NPOs. It should be 

mentioned that pro-feminist individuals can support the cause of feminism without 

defining themselves as feminists and/or as members of the feminist movement. Cain 

studied both men’s pro- and anti- feminist groups. Pro-feminist men’s organizations 

emphasized that “redefining the role of men is important to changing gender relations.”
63

 

Further, it was understood that a strong commitment from both male and female pro-

feminists is necessary to institute change.
64

 This powerful commitment to feminism could 

be modeled by means of embedding oneself within a social change organization whose 

mission includes furthering women’s rights. Moreover, Disney & Gelb studied feminist 

organizations and presented four components of their success, two of which include 

mobilization and survival. Board members interviewed within these feminist 
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organizations maintained that “long-term success is based upon mobilization of activists 

already connected to movements of social change.”
65

 The organizations were thus 

attempting to change social structures through the mobilization of individuals who 

already had a heightened awareness of their own inequality. 

Mobilizing for women’s rights can be strengthened through a consciousness-

raising (C-R) experience. This form of enlightenment became popular in the second-wave 

women’s movement and is still pertinent today. Multiple researchers provide evidence 

that it is possible for both men and women to develop a feminist outlook through what is 

defined as consciousness-raising experiences or transformative learning.
66

 This 

experience is created through encouraging isolated women to form groups and discuss 

their gendered strife in order to become more politically-conscious. Often, the 

consciousness-raising experience has been dictated as only possible without the 

interruptions of men. Reger asserts that “political events and social structures pull women 

into the organizational spaces, while internal organizational strategies and processes work 

to transform them in collective actors.”
67

 To create a lasting social change a united front 

of ideologies needs to organize. Non-profit organizations are one of many environments 

through which individuals can voice their beliefs with like-minded folks, further organize 

to produce consciousness-raising experiences, and generate social awareness and change 

in their community.  

Consciousness-raising may also work in stages, with researchers revealing that 

four main stages can take place before full enlightenment or awareness. First, a new 
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identity is created; second, individuals perceive themselves as opposed to sexist 

establishments; third, individuals deny greater societal values and create new ones; and 

finally fully “support liberation efforts of… oppressed groups.”
68

 These stages encourage 

individuals to work towards social change, and social change focused on women’s rights 

can be achieved through feminist organizational involvement.  

English & Peters studied transformative learning within feminist nonprofit 

organizations. Their findings indicate that certain relationships, such as those with 

mentors or friends, played a key role in C-R and transformative learning of the women 

being studied.
69

 Overall, those women who did not initially consider themselves feminists 

were transformed through working in feminist organizations and developing “a deeper 

level of understanding of the philosophical tenets of feminism and its practical 

commitments.”
70

 This finding offers motive for the current thesis research to question 

whether or not men involved with feminist organizations are able to complete a similar 

transformation.  

English targeted boards of directors within feminist organizations and observed a 

separation between the board members on whether or not to allow male membership. One 

of the organizational members who did promote male involvement alludes to 

consciousness-raising experiences as vital to male support of women’s rights. She states 

that “when they get here and they start to work in the environment… a learning curve 

happens. It is not imposed; it is just that their lives get opened to women’s reality.”
71

 It is 
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indicated that “one can become a feminist only from within”
72

 and general feminist 

knowledge or education are not sufficient enough to ignite transformative learning. In 

English & Peters’ study, what drew the women to work in feminist organizations was not 

necessarily the mission of the organization. Instead, formal education and background in 

volunteerism were found as the main reasons for the participants’ employment decision. 

These factors originally drew them to the organization, but it was the act of involvement 

and total immersion that built C-R experiences.  

Although the previous studies (that observed the importance of C-R experiences) 

did not have male participants, it still provides a basis of understanding how involvement 

in feminist-based organizations can create ideological transformations. To help address 

this gap in the literature, the current study includes surveying both men and women who 

are employed in a feminist NPO. The current study draws on male and female attitudes 

towards the classification of men as feminists to more clearly understand how men 

engage with feminism.  The connection between feminism and volunteerism and 

feminism and education will be discussed later in the review.  

 

 

Determinants of Feminist Attitudes 

 Encouraging men to support organizations or cohorts of women who ultimately 

challenge their position of power can appear paradoxical. By surveying men who are 

supporting feminist establishments, society can gain insight into how some men do 

engage feminism and in what way they are empowered to enlighten other men and 
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women. The cost-benefit of working at a women’s rights NPO is translated into a broader 

tradeoff involving future social change. Stated earlier, nonprofit personnel heavily weigh 

the non-monetary rewards of working for a public service organization, and may 

therefore view their work efforts as a fundamental element of progress versus just a way 

to “pay the bills”. The cost of working within a NPO for possibly lower pay than in a for-

profit company is viewed as an impending benefit to one’s spouse, child, or other groups 

of individuals. 

 Gender ideology of men and women can be partially explained through family 

structure, political beliefs, general upbringing and more. The Equal Rights Amendment 

(ERA), a policy that paralleled the beliefs of many female advocates and feminists, was 

defeated in 1982. The ERA was a significant large-scale political movement that required 

and gained promotion from both men and women. As noted earlier, the notion of men 

voluntarily moving away from the “status quo” to support women’s rights is very 

peculiar. A 1978 study with over 750 interviewees concluded that ‘wives’ employment is 

an increasingly salient issue,”
73

 with a negative correlation between men with 

unemployed wives and support for the ERA. Gill similarly concluded that men who had 

wives in the labor force held more favorable attitudes towards the ERA than men whose 

wives were “homemakers”. The employment status of one’s wife helped estimate men’s 

subsequent support of women’s rights movements. Another determinant of feminist 

attitudes resides in the social status of both men and women. Gill further developed 

consistent findings that anti-ERA women were largely more conservative in their political 
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views; as well as, highly religious.
74

 The findings for men who opposed the ERA 

paralleled the female characteristics, with anti-ERA men being largely white political 

conservatives.
75

 A particular finding from Gill remains seemingly notable in explaining 

the relationship between working wives and pro-ERA attitudes. Two of Gill’s studies 

found “pro-ERA women activists to be more highly educated than anti-ERA activists.”
76

 

What I deduced from the findings is that educated, working females and their husbands 

are expected to be most supportive of equal rights for women.  

 More recent studies on determining one’s support of women’s equal rights 

conclude similar findings on the importance of religiosity and political orientation. 

Bettencourt et al, studied adult attitudes towards feminism. They determined individuals 

with a more liberal political orientation and low level of religiosity as having favorable 

attitudes towards feminism.
77

 As estimated, conservative political orientation is 

associated with more traditional views of gender-role responsibilities. Men with 

conservative attitudes have been largely characterized as: having low levels of education 

and income, being self-defined as working class, having higher numbers of children, and 

having mothers who did not work and were poorly educated.
78

 Similarities between male 

and female positive attitudes towards feminism reside in the following domains: younger 
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age, low levels of religiosity, higher educational attainment and a liberal political 

identification.
79

  

Cornish studied a small sample of pro-feminist men in order to determine how to 

reach men in feminism. He explored how these men engaged feminism and reconstructed 

(or were still reconstructing) their identity and role within society. This particular study 

uncovered how family-of-origin can be a distinct factor in men’s interest in feminism. 

Either coming from a very patriarchal or very flexible upbringing caused these men some 

sort of conflict and the subsequent need to “acknowledge the pain, responsibility and 

shame associated with participation in patriarchy.”
80

 It was found that the men from 

flexible family structures rebelled against their dual-responsibility households while the 

men who came from patriarchal households felt guilt from their participation and re-

enactment of their father’s male role within the home.81 In this particular sample of men, 

two contradictory household upbringings helped determine their similar adult attitudes 

and beliefs towards gender-equality.    

 Through these various studies, conducted across the last 30 years, a complex 

image of the types of women and men who are most likely to support women’s rights 

emerges. Although the research highlighted provides this framework of characteristics, 

women are still far more likely than men to support feminist issues. The rationality 

behind this statement lies in the forefront idea that feminist issues only directly benefit 
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women. However, through association with women, by kinship or other social 

relationships, men can similarly benefit from implementing equal rights for women.  

 Research ascertains that men are exposed to the importance of feminism largely 

through significant others. Men’s interest in women’s equality is largely based on kinship 

connections, documented by Bolzendahl & Myers in their 2004 research findings. They 

assert “men benefit indirectly from feminist returns to their spouses - while women do 

not - and therefore men's feminist attitudes can be produced by their own interest 

structures.”
82

 Social exchange theory is useful in explaining why discrimination against 

one’s spouse is not beneficial to the growth of a household income. Many men have to 

give up some of their heightened gendered status in order to increase their social class 

standing, in the case of the working female spouse. Ciabattari emphasizes that although 

men may concede some power to women in order to make financial or other gains, they 

still may not hold strong beliefs in full gender equality. The researcher states that men 

“try to protect their women (wives, mothers, daughters) from gender discrimination while 

simultaneously defending their own masculine privilege.”
83

 Here, the researcher utilized 

the phrase “their women”, thus alluding to the idea that these women are property of the 

men, which only further reinforces the necessity of male exposure to feminist ideals.  

 The literature displays men’s motive to enhance gender equality as egocentric and 

largely a result of their own kinship relationships; however, men are still a significant 

force in gaining this gender equality and exposing feminist ideals. Men still control the 

economic, political, and religious spheres of power. Without confronting the unequal 

power relations and ideologies from within these spheres (as some men are able to do), 
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women’s rights cannot progress. Connell presents great symbolism by describing men as 

“gatekeepers for gender equality.”
84

 The perception of men as gatekeepers for equal 

rights parallels the aims of the current investigation in determining how men can retreat 

from being seen as a “gatekeeper” and engage solidarity. The above research is still 

cautious about concluding whether including men in the fight for women’s rights, amidst 

all of their power relations, is actually beneficial. However, based on the wide-reaching 

range of literature in this particular review, it still holds that the thesis is supporting the 

inclusion of men in women’s rights in any capacity: as staff, volunteers, board of 

directors or other.  

The current study pulls together similarities in literature from 1985 to present-day 

in order to provide a lasting image of individuals who are more likely to support 

feminism. The present survey targets men who are currently supporting feminist 

establishments. Through this research, society can gain insight into how some men do 

engage feminism and in what way they are empowered to enlighten other men and 

women. 

 

 

Volunteerism & Feminism 

 Noted earlier, a non-profit group’s success usually depends on the mobilization of 

individuals who already associate with human rights activism and social change 

organizations. It is possible that individuals who are not already involved in human rights 

organizations in some capacity are not interested in becoming involved. An 
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organization’s success similarly depends on volunteer member’s experience, volunteered 

time, and decision-making skills. Volunteerism can be defined by four main components: 

“free will behavior, with no monetary reward, aimed to help strangers/beneficiaries, on a 

long-term basis or in a formal setting.”
85

  

 A background in volunteerism was one of the main factors associated with the 

desire or decision to be employed within a women’s rights organization, according to a 

study done by English & Peters. All NPOs benefit from the unpaid work and skills that 

volunteers provide; further, specifically feminist NPOs provide volunteers with an 

opportunity to increase their awareness of gender-specific issues and possibly experience 

transformative learning, as was highlighted earlier. Lee & Wilkins revealed that people 

who volunteered were 10% more likely to work in the nonprofit sector; and more 

specifically, “nonprofit managers were much more likely to be volunteers than public 

managers.”
86

 The positive correlation mentioned here dictates that it is both the act of 

being employed in a NPO that encourages people to volunteer, and that people who have 

backgrounds in volunteerism are more likely to choose to work within a NPO.  

 It can be argued that these non-profit volunteers provide free time altruistically; 

however, many studies maintain that tenets of social-exchange theory have a large impact 

on whether people choose to volunteer their time to organizations. Social-exchange 

theory declares that “people act for some future obscure benefit, but, since they cannot 

assure such a benefit, social exchange requires trust.”
87

 As an example, The Public Health 

Institute (PHI), a non-profit organization, developed the Central California Regional 
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Obesity Prevention Program (CCROPP) in 2006. Part of this program involves enlisting 

volunteer members of the community to clean up the parks in order to create a safe 

outdoor environment for young children. The tradeoff here is ultimately that through 

community volunteer clean-up, (their) children would be more physically active in a safe, 

outdoor, environment. More direct examples of social-exchange volunteering include 

parents joining the parent-teacher association (PTA) in order to improve their child’s 

school atmosphere and educational experience. These parents and community members, 

although not guaranteed an educational or community improvement through their 

volunteerism, believe it is a fair exchange.  

 In the current study, the cost-benefit of volunteering is translated into a broader 

tradeoff involving future social change. It can be further assumed that a similar cost-

benefit mindset exists of working within a NPO for fewer wages. Stated earlier, nonprofit 

personnel heavily weigh the non-monetary rewards of working for a public service 

organization, and may therefore view volunteering efforts as a fundamental element of 

progress versus a desired leisure activity. The cost of using time to volunteer for free 

versus paid work is viewed as an impending benefit to one’s spouse, child, or other group 

of individuals. For example, individuals might work with a NPO focused on women’s 

reproductive rights because they do not want the bodies of women or girls present in their 

life to be politically governed in future years. Social exchange theory helps present 

motives behind volunteer efforts and explains why certain individuals and groups donate 

their time to social change.  

On the whole, the extant literature helps explain how non-profit women’s rights 

organizations can benefit from the inclusion of male members. Male inclusion can 
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provide greater financial support; as well as, an opportunity to recruit and enlighten 

additional fellow male community members. The purpose of this study is to increase the 

mechanisms used to recruit allies and advocates for women. The present survey explores 

these mechanisms through investigating individuals who currently work in feminist 

NPOs; as well as, uncovering their attitudes towards organizational structure, 

classification as a feminist, and reasons behind their current employment. The literature 

review highlighted gaps in the above topics, which will be addressed by the current 

mixed-methods study and further explained in the ensuing thesis segments.  
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METHODS AND MATERIALS 

 

The present study on staff within women’s rights non-profit organizations (NPOs) 

investigated the motivation behind male and female support of feminist-based non-profit 

organizations in the United States. The research is exploratory in nature and expects for 

the results to both connect with the previous literature reviewed and supplement future 

related research. The mixed-methods research used a triangulation design where the 

quantitative and qualitative data were collected concurrently. They will be first be 

analyzed separately and then concurrently to determine how they inform or expand the 

other. They are both equally important to the goal of the present research.  

 The large-scale social aim of the current study, mentioned in the “Introduction” 

portion of this thesis, is to raise awareness about gender equality as a human and civil 

rights issue, not just a women’s issue. The act of surveying individuals who support 

women’s rights, through multiple analysis strategies and approaches, may possibly help 

encourage positive social change. A more in-depth conversation of future research and 

importance of the topic will follow in the “Discussion” portion of this thesis.    

 

 

Participants and Procedure 

 To investigate the motivation behind male and female support of feminist-based 

non-profit organizations in the United States, surveys containing demographic and open-

ended questions were created and dispersed to staff members within women’s rights 

nonprofit organizations (NPOs). In order to be designated eligible for participation, the 
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NPOs being targeted for potential survey participants must be identified as feminist-

based, meaning the organization aims to equalize unfair social structures targeted against 

women. The targeted organizations were determined by what they filed as their NTEE 

(National Taxonomy of Exempt Entities) Classification on their nonprofit 990 tax form. 

Filing a code of “R24” on the 990 form meant the organization was focused on Women’s 

Rights. It is possible for one NPO to file multiple NTEE codes; however, as long as 

“R24” was one of the codes filed, they were deemed eligible for surveying by the current 

research program.  

 Guidestar (www.guidestar.org) is a website which allows individuals to search 

NPOs by their NTEE code. Utilizing Guidestar, which holds a database of over 1.8 

million U.S. nonprofits, I was able to retrieve a list of 290 organizations who listed “R24” 

as one of their NTEE classifications. All NPOs listed on www.Guidestar.org with a NTEE 

classification of R24 automatically fit the criteria for involvement in the current study. 

This was the only method for retrieving data on women’s rights NPOs. Individuals 

employed within these organizations in any capacity were eligible to be surveyed. From 

this list of 290 women’s rights NPOs, an attempt at retrieving the contact information for 

all of the staff members at each of these organizations were uncovered. This was done by 

contacting all possible organizations and requesting all of their employee’s work or 

personal emails. Many of NPOs that were initially contacted did not provide the contact 

information of their staff, and were consequently removed from the target list.  

 Research surveys were created and dispersed to all of the individuals who 

provided me with contact emails through Towson University’s CampusLabs Baseline 

program. The survey was open from 6/27/2013 - 7/18/2013 and emailed out through a 

http://www.guidestar.org/
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mass-mailing to 286 separate emails. Research criteria required the targeted populations 

to be adult men and women who were currently employed within a nationally classified 

501(c) Nonprofit Organization (NPO). The 286 individuals who were e-mailed surveys 

currently served as staff from within 78 different large and small scale women’s rights 

NPOs.  

 Out of the 286 individuals contacted, 60 random respondents actually completed 

the survey, an email response rate of almost 21%. Male and female staff members within 

NPOs were chosen as the target study group due to their under-compensated direct 

involvement with an organization whose mission aims to equalize unfair social structures 

targeted against women. 

 

 

Methods of Measurement and Research Design   

 The participants were emailed through the Baseline program with assurance that 

“The identity of the organization under which you serve will not be disclosed in the 

research. Your survey answers will be completely confidential and your identity will 

remain anonymous.” The participants were knowledgeable about obtaining a copy of the 

final thesis and the research cover letter, approved by Towson University’s Institutional 

Review Board. Data were collected from the targeted individuals through a 

comprehensive 2-part survey questionnaire. The survey was comprised of twelve 

demographic questions and eight open-ended questions. The survey questions were 

approved by Towson University’s Institutional Review Board (IRB) for the Protection of 

Human Participants.  
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Mixed-Methods Approach: 

 The mixed-methods approach in the present study allows for a more 

comprehensive analysis of individuals employed within a feminist-based NPO. There are 

multiple purposes for conducting the current mixed-methods study. First, the different 

methods are used for varying topics being investigated. The qualitative and quantitative 

portion of the research both hold strengths that are not matched by the other. The 

qualitative portion focuses on comparing demographic profiles to those explored in the 

literature review. It is most useful in validating previous research that estimates 

demographic characteristics individuals to be most likely to support feminism. It is 

important to continue to add to existing literature on this topic so large-scale shifts and 

patterns in demographic correlations may be noticed.  

 The qualitative analysis is used to uncover themes associated with supporting 

women’s rights. Since, the focus population within the current study is relatively small 

within the United States, (see previous “Participants and Procedure” section), it is 

therefore largely absent in extant literature. Utilizing one form of research would only 

have collected a portion of the material necessary to help explain participant motivation 

and drive to work for a feminist non-profit organization. Qualitative research is very 

helpful when reviewing a limited number of cases. The themes uncovered from this study 

can be used apart from the qualitative results to compare to other distinct groups of 

individuals working in social service settings.  

 Through the mixed-methods triangulation approach (also known as a convergent 

design), the two systems of analysis complement each other by providing a fuller 

understanding of who supports women’s rights and why. The concurrent triangulation 
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approach offers greater validity in the research since both of the methods are 

complementing the other’s weakness, discussed above. Further, possible unexpected 

results in the two surveys may be somewhat clarified by additional findings in the open 

or closed-ended survey. Overall, it is important to increase to scope of the study to gain 

knowledge on both measureable traits and small group attitudes so future research can 

build upon these quantitative results and/or qualitative findings. The purposes of this 

mixed-methods study are to (a) describe the demographic characteristics of specific 

individuals employed in non-profit feminist-based organizations and (b) explore the 

motivation of supporting women’s rights by the same individuals employed in feminist-

based non-profit organizations.  

 

Demographic Questions: 

 The quantitative portion of the current research was completed through twelve 

multiple-choice demographic questions, all of which included the choice of “no answer”. 

The demographic questions were expected either to strengthen or abate the demographic 

profile of individuals who are most likely to support women’s rights, as provided by the 

literature review. Further, the survey aimed to add to existing literature regarding 

individuals who forego a higher monetary compensation for the socio-emotional rewards 

commonly associated with nonprofit employment.
88

 The literature reviewed depicts 

demographic characteristics of individuals who are more likely to hold a favorable 

attitude towards feminism. These include: a liberal political orientation; low level of 

religiosity; younger age; lower numbers of children; and high educational attainment.
89

 

                                                           
88

 Leete, 429-442. 
89

  Bolzendahl & Myers, 773-780. 



38 
 

 
 

The demographic findings of the current study are not intended to estimate the 

demographic characteristics of individuals who work for feminist NPOs. Instead, they 

will be used to compare the current sample with previous literature to determine how well 

the current sample replicates earlier studies. 

 

Open-Ended Questions: 

 The purpose of the current study is to increase the mechanisms available to recruit 

advocates for women’s rights. The open-ended survey questions intended to uncover new 

themes that can help leverage support for women’s rights. The qualitative portion of the 

current research was completed through eight open-ended survey questions. Each 

question had varying purposes within the research, but developed into multiple themes 

after data analysis. The survey questions were expected to investigate the underlying 

motivational aspects of male and female support of women’s rights and individual 

volunteerism efforts. The open-ended questionnaire also explored the topic of 

exclusionary practices in women’s rights organizations towards men from a personal 

perspective. The survey overall aimed to provide insight into why individuals actively 

engage in women’s advocacy roles.  

 

Ethics: 

 The purpose of the study was disclosed to the participants previous to their 

involvement. The participants were aware that the study was both voluntary and 

confidential. They were informed that individuals reading the results of the survey would 

not be able to identify them. Participants were also informed that the final results of the 
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study were available to them upon request. The study has been approved by Towson 

University’s Institutional Review Board (IRB) for the Protection of Human Participants. 
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RESULTS 

 

 The results of the current study are provided in three forms. The first is a 

statistical interpretation of the survey respondents’ demographic characteristics. The data 

reported in this section are specific to the current research, not the population at-large. In 

the second part of the survey, the researcher utilizes phenomenological analysis. This 

tradition of inquiry was used in order to better examine the different perspectives of 

participants, understand their common experiences, and identify the affect the 

phenomenon of working in a feminist nonprofit organization has on their lives.
90

 

 The purpose of the open-ended questions is to provide insight into reoccurring 

themes and ideas among the respondents; further, drawing definitive conclusions about 

all women and men who work in women's rights NPOs is not the goal of the research. 

The final portion of the results focused on a convergence of quantitative and qualitative 

research in order to produce a more complete understanding of individuals employed in 

feminist NPOs.  
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Statistical Results 

 

Table 1 displays the demographic characteristics of the current study participants. Please 

refer back to this table for details of statistical results throughout the subsequent 

discussion section.  

Many of the demographic characteristics of the current participants correspond 

with the literature determining characteristics of individuals who are likely to support 

women’s rights. The literature suggested both male and female political conservatives to 
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be unsupportive of equal rights for women
91

 and a liberal political orientation more likely 

to support women’s rights. In the current study, individuals who identified with a 

moderate or liberal political orientation constituted approximately 91% of the survey 

participants. Further, Bozendhal & Meyers revealed that characteristics associated with 

positive attitudes towards feminism include: younger age, low levels of religiosity, higher 

educational attainment and a liberal political identification.
92

 The current survey similarly 

found respondents working within a women’s rights’ NPO to have high educational 

attainment, with approximately 82% of respondents holding a bachelor’s degree or 

higher.  

Another category that the literature equated with higher levels of support for 

feminism includes low levels of religiosity. Having no religious affiliation is analogous to 

having a low level of religiosity; however, it is also possible to affiliate with a specific 

religion, but not practice that faith. In the current study, only 31% of respondents 

recorded no religious affiliation. A weakness in this demographic question is that it did 

not account for higher or lower levels of religiosity from within each religion. Therefore, 

current reporting results on religiosity are not equivalent to the literature review 

outcomes. Additionally, an area where the current study and literature may or may not 

correspond is the category of ‘younger age’ being associated with positive attitudes 

towards feminism. The average age of the current respondents is 39, with a wide range 

between 21-70 years of age. An age of 39 being categorized as ‘young’ or ‘old’ is 

subjective, so no similarities between literature and the current study can be made on this 

trait. Overall, strong similarities between the literature reviewed and the current findings 
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include individuals with liberal political orientation and a high educational attainment to 

be more supportive of feminism and women’s rights.  

 While there are interesting statistics noted in the current study that were not found 

in the literature reviewed, these findings cannot be reported as being statistically 

significant, due to the small sample size surveyed. 2010 census data chronicles the 

percent of women and men never-married by age 35 is 10%-14% of the U.S. 

population.
93

 In the current study, however, 23% of respondents reported “never-

married”, with an average age of 39. The findings reveal the current respondents to have 

a slightly higher average of no marriage than the general U.S. population. Another 

interesting finding compares the current respondents’ annual income to the average U.S. 

household income. The 2012 U.S. census estimates the current median household income 

to be $51,000.
94

 However, in the current study, 43% of respondents reported having an 

annual income of over $50,000. Leete (2000) & Benz (2005) emphasize that non-profit 

employees are typically under-paid due to the idea that they weigh non-monetary rewards 

higher than their salary. Although this literature is not confirmed by the scattered income 

results in the current study, the participants reported similar attitudes in the open-ended 

portion of the survey. Finally, only one respondent reported having a current CEO who is 

male. The remaining respondents stated that their current non-profit CEO is female. Next, 

the open-ended survey questions will be examined to further explore respondents' 

personal characteristics and opinions.  
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Open-ended Themes and Findings  

The purpose of this study is to explore the motivation of supporting women’s 

rights by individuals employed in feminist-based non-profit organizations (NPOs). The 

qualitative portion of this mixed-methods study is needed to help further develop a range 

of stimuli associated with the motivation to support women’s rights. The 

phenomenological approach was used in the current study to construct an understanding 

of why individuals support women’s rights by uncovering shared beliefs and language 

among the target group. Here, the phenomenon being studied is the experience of 

individuals employed within feminist nonprofit organizations.   

 

Phenomenological Analysis: 

 Once the survey responses were collected from Towson University’s Baseline 

program, they were transcribed into a readable Microsoft Word document for easier 

analysis. The researcher has no personal or professional connection to any of the feminist 

NPOs surveyed. Therefore, I was able to openly approach the survey data in order to 

determine strong themes and meaning emerging from the survey. Furthermore, 

phenomenology in the current study begins with the shared circumstance of being 

employed in a feminist nonprofit organization and the experiences relating to this 

condition. 

 I first analyzed the survey data by reducing the survey responses to significant 

statements, sentences, words or quotes that provide an understanding of how the 

participant experiences the phenomenon.
95

 This step was completed by color-coding each 

category to distinguish between the different statements (it should be noted that the actual 
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shade used to highlight was not symbolic). The color-coding took place both within each 

survey question and between all survey questions. Then, the significant information was 

re-transcribed into a list based on their color-coding. Finally, these clusters of information 

were developed into meaningful themes.
96

  

 The themes developed from the survey responses provide “descriptions of what 

the participant experienced… descriptions describing the context or settings that 

influenced the experience…”
97

 The experience taking place in the current study is being 

employed in a feminist NPO. Three meaningful themes emerged from the survey data, 

which are further described in the “Findings” portion below.  

 Although the survey questions were reviewed by Towson University’s 

Institutional Review Board (IRB), the content analysis of the survey responses was 

completed by one individual. No expectations were previously generated about the 

outcome of the survey results. Qualitative data analysis computer programs were not used 

in the current research platform.  

 

Findings: 

THEME 1 - Self-preservation as motivation 

 The first theme that emerged from the open-ended inquiries is that self-

preservation can serve as motivation in everyday life. A majority of the survey 

respondents self-identified as women (81%). These respondents work in an organization 

that supports women’s rights in some capacity. Further, many of the respondents reported 

also regularly volunteering in the community. Working at a feminist-based NPO, and 
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even further, volunteering to benefit women outside of that work, is directly related to the 

self-protection of one’s gender. Being employed in a feminist-based NPO is self-serving 

in some capacity, and the open-ended responses help explain why. 

Gender is one of the most prevalent characteristics of humans: it enables nearly 

all individuals to instantly become categorized, without means of escape or reversal. 

Gender is a mostly permanent label, and for women specifically, this label can be 

frequently disadvantageous. The respondents were very aware of the different types of 

inequalities afforded to women and frequently listed them as reasons why they worked in 

a women’s rights NPO. Additionally, frequent use of first-person pronouns further 

emphasized a strong connection between the individual and their work. For example, in 

response to listing a reason why you work at a women’s right NPO, one individual stated: 

“Women still do not have social, political, or legal equality in the US or elsewhere in the 

world, which is horrible, unfair, and enraging. I channel my rage by working for women’s 

rights.” The respondent first explained that they believe inequalities to exist; then, how 

they feel about these inequalities; and finally, how they manage those feelings. As a result 

of being enraged by gender inequality, the respondent turned towards non-profit 

employment. They were motivated to help women’s rights in order to curtail their own 

rage towards gender discrimination. Another respondent simply stated: “As a woman, 

women’s rights are very important to me.” And further, “I believe women are often 

treated as second class and subservient; we haven’t escaped the historical presence of 

women being possessions.” Both of these women place themselves inside of the context 

of why they work for a women’s rights organization.  
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It is a clear concept that women’s rights would be important to women. The need 

to personally escape from prejudice while simultaneously helping many others do so is 

possible through employment in a women’s rights NPO. This message materialized 

through numerous claims from within the current survey concerning reasons why 

individuals support women’s rights.  

 

THEME 2 – The understanding that ‘women’s rights’ is synonymous with ‘human rights’  

The study participants frequently cited the need for increased support of women’s 

issues, especially from men. Because men are often the perpetrators of violence towards 

women
98

, it is important to have positive male role models help negate these negative 

actions. The difficulty in obtaining this much-needed male support lies in the enduring 

notion that women’s rights are a women’s issue. Distinctive “women’s issues”, such as 

unequal pay and domestic violence, still frequently emerge regardless of laws declaring 

basic human rights for all citizens (specifically speaking about the U.S. only). Violations 

of these basic human rights often occur under the distinction of being female. The 

respondents in the current survey are extremely aware of this problem, and consequently 

state the phrase “human rights” repetitively within their responses. The respondents 

understand that increasing numbers of individuals may support or better understand 

women’s rights if it is introduced as a human rights issue, because after all, we are all 

human. One respondent effectively summarizes this idea: “Women’s rights is about 

equality and about human rights, and that affects EVERYONE.” 

The respondents’ need to reframe the topic of women’s rights to human rights is 

motivated by the need for increased male support. Simply stated: “We cannot achieve 
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gender equality if we do not include members of all genders.” Theme 1 expressed a 

common self-interest in working towards equality, while the current idea (theme 2) 

focuses more directly on the inclusion of men, which is motivated by an emphasis on 

human rights. These varied ideas enhance previous understandings of what drives 

individuals to be proponents of social change. Individuals can be held more accountable 

for the support of human rights (women’s rights) merely by a change in language; further, 

all individuals may be more motivated to enhance human rights within this discussed 

context.  

 

THEME 3 - Hypothetical Futures 

Through the open-ended questions, the respondents further revealed an overall 

concern for the hypothetical futures of their kin and the community at-large. The 

respondents consistently hold themselves responsible for the potential futures of cohorts 

they do not personally know. There were strong mentions of aiding and enhancing the 

futures of specifically women and children. Not only does the respondents’ work in a 

feminist non-profit organization attempt to promote lives, it fights against regression at 

the same time. The respondents’ declared passion to fight for the improved futures of 

unknown individuals also includes personal kinship relationships whether they voice it or 

not. Within the open ended responses, 17 of the 29 respondents revealed that they have at 

least one female child. The respondents’ female children, (and possible mothers, sisters, 

aunts, etc.), are automatically included as individuals within this overarching goal of 

empowering girls and women under certain capacities. 
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 The respondents provided an overwhelming amount of reasons why they 

participate in feminist non-profit work. These responses often included the words 

“believe in” and “passion for”. One respondent helps summarize their employment 

purpose by stating “Working for gender equality will really make a better life for 

everyone” and further, “We have a responsibility to protect both women and children.” 

The idea of acting on an issue in the present day to enhance the future of some group or 

civilization is not new. The idea of working towards an improved hypothetical future can 

be explained by numerous different theories including: the common good approach; 

social-exchange theory; social development theory; and many more. Although not a new 

concept, the current analysis is still unique and important in discovering ways to enhance 

the support of women’s rights. An emphasis on the hypothetical futures of women and 

children is important to the recruitment of male support. Both the literature and the 

current qualitative study prominently emphasize how increased male support can produce 

great improvements in women’s rights. One respondent explains “Men can and should be 

appealed by causes that enhance a safer world for women and girls”… “Every man has 

a woman in their life one way or another”. The respondents express that some men can 

be influenced to actively support women’s rights through kinship relationships, just as 

some women are moved by same-gender relationships.  

 

Summary of findings: 

Three prominent themes were uncovered in the current findings. First, the self-

preservation of women (as a woman) can serve as motivation to work towards gender 

equality through many different portals. These portals include employment and 
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volunteerism. Second, the ability to re-frame women’s rights as human rights may help 

increase general support of the cause. Instead of utilizing a phrase (women’s rights) that 

is grammatically possessive, more individuals might be inclined to support human rights, 

which dictates inclusion of all genders. Finally, emphasizing the hypothetical futures of 

kin may increase necessary male support of women’s rights. The basic understanding that 

most men come from women and are connected to women through multiple human 

relationships is a strong base from which male support of women’s rights can be 

encouraged. Themes emerging from the qualitative portion of the research help further 

explain why men and women currently or potentially will support women’s rights. 

 

Results of the Convergent Mixed-Methods Design: 

 The results from the quantitative data interpretation helped inform why certain 

qualitative themes were most prevalent. Results from the two methods utilized in this 

study converge together in many facets in order to produce a more complete 

understanding of why individuals work in feminist NPOs. Demographic results show 

81% of survey respondents to be female. The high proportion of women in the survey 

may have had a direct influence on the coinciding emergent theme that women use 

feminist nonprofit work as a way to preserve their gender. A higher rate of male 

respondents may have adjusted the focus of the responses to be less concentrated on 

women’s techniques of self-preservation, thus reshaping one of the themes in the current 

qualitative findings.   

 Another prominent finding from the quantitative survey outcomes include a high 

percentage of individuals identifying with a moderate or liberal political orientation. Only 
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two respondents identified with a conservative political orientation. A basic 

understanding of liberalism (meaning a liberal political ideology), summarized from the 

Miriam-Webster dictionary includes individuals supporting economic and social equality 

while attempting to eliminate discriminatory practices towards humans. Liberals believe 

that advocating for changed public policy or other government-based changes will 

enhance the distribution of health, wealth, education and other factors of well-being. 

Liberalism is focused on preserving and enhancing civil rights and progressive values. 

Again, many of the respondents in the current survey identified themselves as having a 

liberal political orientation. Likewise, the respondents also strongly emphasized their 

beliefs about the importance of human rights in the qualitative analysis. The open-ended 

responses were overwhelmingly liberal in their attitude towards individual entitlement to 

equal human rights. The qualitative analysis found a constant emphasis on women’s 

rights equating to human rights. This is possibly because of their knowledge about many 

other minority groups that deserve to be defended, in addition to women.  

 Further, it is interesting to note that feminist non-profit organizations are liberal 

organizations themselves because they argue on behalf of the specific populations they 

serve, for enhanced rights and policy changes. So not only are many of the surveyed 

individuals reporting a liberal political orientation, they are employed within a highly 

liberal organization as well. It is possible to consider the two scenarios: either liberals are 

likely to be employed in a human-rights non-profit organizations, or individuals working 

in feminist NPOs hold a more liberal attitude due to their liberally-based work 

environment. Here, both sides of the data heavily weighed the characteristic and theme of 

liberalism among individuals working in feminist nonprofit organizations. The 
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demographic reporting of a liberal political orientation was further informed by the theme 

of human rights being equal to women’s rights.  

 Converging the two methods in the present study in order to enhance the belief 

that certain characteristics of individuals may influence their beliefs and motivations. In 

the present study, one’s gender as a female is seen to largely influence their motivation to 

work for an organization that positively impacts this personal characteristic. Further, 

one’s political orientation was also demonstrated as a strong influence in their viewpoint 

on supporting human rights as an enhanced alternative to promoting women’s rights. The 

convergence technique allows for enhanced confidence in the aforementioned results, as 

well as, led to a richer finding on the various influence of specific personal 

characteristics.  
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DISCUSSION 

 

The purpose of this mixed-methods study was to describe the demographic 

characteristics of individuals employed in non-profit feminist-based organizations and 

explore particular motivations of these same individuals. The quantitative phase revealed 

multiple personal characteristics which help predict support for feminism. The qualitative 

phase revealed three themes, (self-preservation as motivation; women’s rights is human 

rights; and hypothetical futures), that established reasoning behind what motivates men 

and women to engage in female advocacy. The mixed-methods research allowed for 

results and findings to help further inform one another. This included an emphasis on the 

importance of female gender in greatly determining motivation to work for an 

organization focused on improving the rights of women. Further, political orientation was 

a strong indicator in respondent’s conceptualization of articulating ‘human rights’ as a 

more effective way to advocate for women’s rights.  

The qualitative data highlighted the presence of three significant themes that 

helped reinforce what was already known about methods of educating men and women 

about human rights. In the current study, all of the themes emphasize a need for 

individuals to understand how their lives and the lives of those around them are affected 

by institutional structures and sexism. Deitch’s study highlighted a respondent who 

discussed how working in a feminist organization accentuated that the “personal was 

political.” The personal and the political are interconnected. An understanding of this 

may possibly increase support for feminism and human rights. What can be taken away 

from the theme of self-preservation as motivation includes the importance of: educating 
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individuals about gender inequalities; humanizing women’s rights; and emphasizing how 

all genders benefit from gender equality.      

 Further, the theme of hypothetical futures previously emerged in extant literature 

when discussing how the cost-benefit of volunteering is translated into a broader tradeoff 

involving future social change. Haski-Leventhal claimed that people volunteer their time 

“for some future obscure benefit…”
99

 Her discussion on social-exchange theory and 

volunteering reinforces current findings about why people work for a feminist NPO 

where monetary rewards may be minimal. Both of the findings indicate that various 

endeavors are carried out in order to strengthen and enhance targeted communities in the 

long run.     

 Additionally, there is an emphasis on the importance and potential of kinship 

relationships in both the literature and the qualitative findings. The respondents claimed 

that most men are deeply connected to women through kinship relationships. Bolzendahl 

& Myers similarly discuss how men can benefit from increased women’s rights, 

specifically highlighting increased wage potential for their female partners. Revealing 

ways in which men benefit from improved women’s rights may result in increased 

support from men. Connecting these themes to similarities in extant literature adds to 

knowledge about what approaches to increasing support for women’s rights may be most 

effective.   

 While the qualitative data provided a more complete understanding of why 

individuals support women’s rights, the quantitative data uncovered demographic 

characteristics of individuals who actively support feminist organizations. It is important 
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to recognize that individuals who are more likely to support feminism were found to hold 

a liberal political orientation and have a high educational attainment. According to the 

literature reviewed and the current study, these two characteristics, which estimate 

positive attitudes towards feminism, have stayed relatively constant for the last 30 years. 

I am not going to advocate for changing individual political orientation. However, it is 

beneficial to support enhanced individual educational attainment, if that means increased 

open-mindedness towards women’s rights. High educational attainment may not only 

mean that an individual is intelligent, but also that they understand a previously-discussed 

idea that women’s rights is human rights. Individuals who hold a favorable attitude 

towards feminism are likely to comprehend institutional and systematic discrimination as 

a human problem, and not an isolated issue for any specified minority. It is important to 

understand what characteristics of individuals inform particular attitudes and beliefs 

towards many different topics. These characteristics are the base of principles and laws 

that dictate our very humanity. 

One discovery from the qualitative investigation that is especially important was 

respondents adjusting the term “women’s rights”. I believe this finding is capable of 

being a catalyst in increasing male support of women’s rights. Changing the way 

someone thinks about a subject can directly affect how they act towards that issue. 

Framing women’s rights as human rights allows individuals to make decisions about 

supporting human rights without the stigma of being labeled pro-feminist/feminist. 

People have the right to make their own decisions without fear of being stigmatized by 

other members of society. Moreover, people should be able to approach issues that don’t 

outwardly affect them without the fear of rejection. For example, the phrase ‘women’s 
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rights’ refers to the ownership of rights by women; this possessive term not only excludes 

men from ownership, but also allows avoidance of their connection to women’s rights. It 

is actually quite ironic that a movement shaped from unfair male privilege, called the 

Women’s Movement, simultaneously excludes men from involvement while trying to 

gain equal rights with them. For these reasons, the individuals surveyed in the current 

study over and over again stated their issue as a human rights issue, and not a women’s 

issue. This adjustment encourages all individuals to be concerned about human rights, 

and holds all individuals accountable for equal human rights as well. Further, and perhaps 

most importantly, calling something a human rights issue allows for an embrace of all 

minority rights, not just women’s.  

 

Future Research: 

Future research should use the current study as a base to conduct quantitative 

and/or qualitative studies on a much larger scale. Based on the current sample size, both 

in terms of the number of companies and the number of participants, there is no claim 

that the present study is statistically valid or significant. Future research should delve 

further into the significance of reframing women’s rights into a human rights issue, as the 

current research was especially intrigued by the potential of this restructuring. Finally, 

future research should take into account the complicated measures of conducting a 

mixed-methods study with such minimal literature available and potential survey 

participants. Expanding the target population to include more advocacy NPOs or focusing 

on one form of analysis may enhance and simplify much-needed future research and 

clarification. This study provided only one perspective of individuals employed within a 
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feminist NPO. Additional research studies would be helpful in achieving the overarching 

goal of the current research, which is to enhance active support of human rights by all 

individuals.    
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