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In Ukraine, the non-profit sector plays an essential economic and community-building role. However, due to in-
adequate succession planning and training of future leaders, the third sector may face a leadership deficit. Given the
pressure on non-profit organisations to become more business-like, and the fact that many non-profit organisations
may be required to follow laws set by government funders, non-profit organisations may be able to recruit leaders
from the for-profit and public sectors. The purpose of this research is to develop a vision of the third sector in Ukraine
and shape leadership approaches in successful non-profits. The study served as an advance in understanding the
relationship between a CEQ'’s prior sector experience and their ability to lead non-profits. Interviews with non-profit
CEOs in Odesa were conducted to obtain research results. This study finding showed that prior non-profit experi-
ence was more valuable than experience in the private or public sectors in enhancing NPO executives' abilities to
lead. This study’s findings may be exceptionally important for leaders of non-profit organisations, especially those
who intend to enter this sector with no prior non-profit experience. Furthermore, this study provides evidence of the
importance of prior experience in the non-profit sector upon executives’ ability to lead NPOs.
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CTatTs NpucBAYeHa akTyaslbHUM MUTaHHAM YNpaB/iHHA HEKOMEpPLIMHMMI opraHisauisamm B YkpaiHi. B YkpaiHi He-
Np1OYTKOBWIA CEKTOP Bifirpae BaX /1By €KOHOMIYHY Ta F[POMafCbKy posb. OfHak Yepes HefoCTaTHE NnaHyBaHHSA npa-
BOHaCTYNHULTBA Ta MiAroTOBKY MainbyTHIX Nigepis, TPETIli CEKTOp MOXe 3iTKHYTUCA 3 AedhiumToM nigepcTsa. 3 ornsgy
Ha TUCK Ha HEKOMEPLiiHI opraHi3auii, Lo6 BOHM CTasM 6i/ibL CXOXMMU Ha OpraHisaLii NprBaTHOTO CEKTOPY, | TOM dhakT,
1|0 6araTo HEKOMEPLHNX OpraHisaLlljii 3060B'si3aHi AOTPUMYBATUCS 3aKOHIB, BCTAHOB/NEHNX AEMKABHUMM IHCTUTYTa-
MW, HEKOMEPLLIHI opraHizauii MoXyTb 6yTI B 3M03i HabmpaTu niaepis 3 NPUBATHOIO Ta AEPXaBHOIO CEKTOPIB. MeTot
LIbOro AocnimKeHHs € po3pobka 6aveHHs TPETLOrO CEKTOPY B YKpaiHi Ta (hopMyBaHHA NiAepCbKMX MigXo4iB B YCMiLLHWUX
HEKOMepLiiHMX opraHisayisx. JocniMKeHHs NOCAYXWI0 NepLUiM KPOKOM y PO3yMiHHI B3aEMO3B'A3KY MiX nonepegHim
[0CBIIOM KEPIBHMKIB Ta iX 3A4ATHICTIO KepyBaTn HEKOMEPLIAHUMM OpraHizauisamu. [18 oTpMMaHHsi pesynbrartiB go-
CifxeHb Oyny NPOBeAEHI IHTEPB'I0 3 NifepaMn OJECbKMX HEKOMEPLIHMX OpraHisauiii pisHMX TWMIB, NOYMHAKUM Bif,
MiCLIeBMX rpomag, [iacrop i 3aKiH4y4M MKHAPOAHVMKM opraHisauismn. Lle aocnimkeHHs BUSIBAMO, WO NONepeHii
HeKoMepLiiHWiA gocBig 6yB GinbLL LiHHAM, HXX AOCBIA Y NPYBATHOMY ab0 AepXXaBHOMY CEKTopax Yy MiaBULLEHHI MOX/IN-
BocTeli nigepis kepysatyt HKO. PecrnoHAeHTi BU3HatOTb, LLIO NONepeaHiil 40CBig poboTY B iHLIMX CEKTOpax Moxe 6yTu
KOPWUCHUM Y PO3BUTKY 34aTHOCTI KepyBaTi HEKOMEpLIiHOK opraHizaujeto. OgHak pecrnoHAEeHTN TakoX BU3HaN, LLO
BOHW MOXYTb 3aM0OBHWTM Ti 3HAHHSA ab0 JOCBI SKNI B HAX Bpakye, BifBigytoumn TPEHIHM. Lie 4oCNimKEHHS Ma€e LiHHICTb
L151 HEKOMEPLIAHOMO cekTopa 3 KiIbKoX NpuyuH. Mo-neplue, pesynsraty AOCAIMKEHHS Aal0Tb MOX/IMBICTb NOIMOGUTH
TEOPETUYHE PO3YMIHHSA MiAEPCTBA B YKPaAIHCbKMX HENPUOYTKOBMX OpraHisauisix. TakoX A0CNIMKEHHS MaE NpaKTUYHY
LiHHICTb 51K 41151 BYEHWX, TaK i 4151 MEHEMKEPIB, a cCaMe B NUTaHHSX MnaHyBaHHA NPaBOHACTYMHULTBA, MOLUYKY KEPIBHW-
KiB 151 TPETLOrO CeKTopy. BinbL TOro, pesynsTat AOCNIMKEHHA KOPUCTI ANs Nigepis, SKi MakoTb HaMip YBIlATY B TPETIil
cekTop 6e3 nonepeaHbLOro AOCBIAY YNpaB/liHHSA HEKOMEPLIIHUMMW OpraHi3ayisMu.

KnouoBi cnoBa: HeKOMepLUiiiHi opraHisadii, nigepcTBo, AediunT, nonepeaHiin 4ocBig,.

CTatbs NOCBsLLEHa akTyaslbHbIM BOMPOCaM yrpaBieHUs HEKOMMEPUECKMI OpraHu3aLmMsaMn YkpavHbl. B Ykpa-
He HEKOMMEPUECKMIA CEKTOP UIPaEeT BAXKHYIO IKOHOMMUUECKYH 1 06LLECTBEHHYI0 posib. OHAKO 13-3a HeJoCTaTou-
HOTO MN1aHMPOBaHKS NPaBONPeeMcTBa M NOArOTOBKM OyAyLIMX NMAEPOB, TPETUI CEKTOP MOXET CTOSIKHYTLCS C fe-
chuumToM NUaEpPCTBa. YUnTbiBas AaB/eHNe HA HEKOMMEPYECKME OpraHn3aLmm, YTobbl OHK CTasIM GOJIEE MOXOXM Ha
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OpraHu3aLymM YacTHOrO CeKTOpa, M TOT (haKT, YTO MHOTME HEKOMMEPUYECKUE OpraHM3aLMm 06s3aHbl Co6MaaTh 3a-
KOHbI, YCTAHOB/IEHHbIE TOCY1apPCTBEHHbIMU UHCTUTYTaMK, HEKOMMEPYECKIE OpraHu3auymy MoryT 6biTb B COCTOSIHUM
HabupaTb INAEPOB 13 YACTHOTO U FOCYAAPCTBEHHOTO CEKTOPOB. Liefb 3TOro UccnefoBaHusa — paspaboTka BUgeHUs!
TPETLErO CexTopa B YkpauHe 1 (hOpMUPOBaHUE NINAEPCKMX NOAXOA0B B YCMELIHbIX HEKOMMEPUYECKWX OpraHv3aLm-
AX. MiccnegoBaHme NOCNYXWIO NEPBbIM LIATOM B NOHUMAaHWM B3aWMOCBS3M MeX/y OMNbITOM pyKoBoauTeneii n ux
CMOCOGHOCTBLI0 PYKOBOAUTL HEKOMMEPUYECKUMY OpraHusauusiMuy. s nonydeHust pesynsTaToB UccnefoBaHuii 6biin
NPOBEAEHbI MHTEPBLIO C NUAEPAMM OJECCKUX HEKOMMEPUECKMX OpraHu3aLii pasHbIX TUMOB, HAauMHas OT MECTHbIX
OGLLUMH, AMACMOop M 3aKaHUMBasi MeXAyHapoAHbIMU OpraHM3aLuamMi. 3To UCC/efoBaHMe NoKa3ano, YTo Npeablay-
Wi HEKOMMEPYECKMIA ONbIT Bbl1 GOSIEE LIEHHBIM, YEM OMbIT YACTHOTO WU TOCYAAPCTBEHHOMO CEKTOpa B MOBbI-
LIEHNI BO3MOXHOCTEN NMAepoB pykoBoanTb HKO. PecnoHAeHTbI NPU3HAIT, YTO ONbIT paboThbl B APYrX CEKTOpax
MOXET GbITb NO/IE3EH B PA3BUTIM CNIOCOBHOCTU YNPaBATL HEKOMMEPUECKOI opraHu3satmeii. OfiHako PecnoHAeHTbI
TakKe NPU3HasIK, YTO OHKM MOTYT 3aMO/HATL HEeOCTAIOLLME B HUX 3HAHWUS UMK ONbIT, NOceLlas TPEHUHIN. ITO UC-
C/efioBaHNe MMEET LIEHHOCTb /111 HEKOMMEPUECKOTO CEKTOpa Mo HECKO/bKUM MpUYMHaM. Bo-nepBbix, pesynbtaThl
CCNeloBaHNsS NO3BOMSIOT YIyGUTb TEOPETUYECKOE MOHUMaHMe NMAEPCTBA B YKPAUHCKUX HEMpPUObINbHBLIX opra-
HU3aUUsIX. Takke UCCrefoBaHNE UMEET NPAKTUUYECKYIO LIEHHOCTb KaK /1S YYEHbIX, Tak ¥ MEeHeIXepoB, a UMEHHO
B BOMpOCax M/aH1pOoBaHVsi NPaBoNpPeEMCTBa, NoMcka pykoBoauTeneli Ana TpeTbero cektopa. bonee Toro, pesysb-
TaTbl UCC/EA0BAHNS NOMb3bl AN NMAEPOB, KOTOPble HAMepeHbl BOMTU B TPETUA CeKTop 6e3 onbiTa ynpas/ieHus

HEKOMMEPYECKUMM OpraHu3auusMuy.

KnioueBble c/ioBa: HEKOMMEPUECKME OpraHM3aLnn, IMAepcTBo, AeULMT, NpeablayLimnii onbIT.

In Ukraine, there are over 250 000 non-profit
organizations. In 2018, almost 26 million individ-
uals were employed by public benefit non-profits
such as colleges, social service agencies, and
hospitals. As a result, the sector is a significant
and increasing part of Ukraine's economy [18].
The size of the non-profit industry is expected
to grow in the future due to demographic rea-
sons such as an ageing population and a rise in
the number of persons interested in volunteer-
ing. The third sector may not be able to offer the
required number of leaders in the future, in part
because some current employees may leave.
For example, the majority of respondents in a
study of designated "next-generation leaders" of
non-profit organizations believed that a career in
the sector might not meet their financial needs
[1, p. 36]. Furthermore, the majority of non-prof-
its did not have proper succession plans in
place and/or did not believe there were suitable
internal candidates to replace existing leaders,
according to surveys of executive directors and
board members [2, p. 3-20].

According to a 2007 poll, young non-profit pro-
fessionals are reluctant to fill top-level positions in
the sector since the executive director position is
stressful and challenging to balance with their per-
sonal lives [11]. Such factors tend to commence a
leadership crisis in the non-profit sector. Accord-
ing to the Bridgespan Group, the third sector will
require 640,000 more senior managers over the
next two decades [14, p. 26-35].

While data reveals that the non-profit sector
has a leadership shortage, roughly 21% of peo-
ple aged 50 to 70 who are not involved with the
sector have expressed an interest in pursuing a
career in organizations that serve the community
[8]. These numbers show that non-profits may

be able to recruit skilled leaders from outside the
sector. The third sector is more flexible than ever
and NPOs have to adjust and adopt such work-
ing patterns from the public sector to be able to
comply with government contracts [9, p. 37-43]
and apply private-sector risk management prac-
tices [4, p. 458-501], therefore, leaders with
experience in the private or public sectors may
be more likely to be hired by non-profits.

Although there may be some benefits to hir-
ing leaders from other industries to run non-
profit organizations, the non-profit sector has
its own set of obstacles. Non-profit organiza-
tions' mission statements, for example, tend to
be more focused on addressing people's needs
than for-profit organizations' mission statements
[3, p. 141-163]. Furthermore, while leaders in
the private sector are ultimately evaluated based
on financial results, non-profit's scope can be
ambiguous and heavily influenced by a variety of
stakeholders goals; as a result, the criteria used
to measure a leader's success are frequently
ambiguous and certainly distinct from those used
in the private sector [16, p. 69-84]. Using mar-
ket-based concepts to manage non-profit organ-
isations may result in lower-quality services and
a decrease in social capital [5, p. 285-304]. As
a result, hiring leaders from the profit-oriented
sector to help a non-profit become more busi-
ness-like may be arisky strategy. There is a need
to assess the merits of this notion, and research
is needed to determine the impact of expertise in
other sectors on the capacity to lead non-profit
organizations.

Moreover, some researchers conducted stud-
ies of MBA and MPA students at several uni-
versities who suggested individuals with expe-
rience in the private and public sectors had
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lower confidence regarding their abilities to lead
non-profit organisations than they did in their
abilities to lead organisations in other sectors
[15, p. 668-688]. An additional study of twelve
nonprofit leaders with substantial corporate
experience found that changing from one sec-
tor to another was more difficult than the leaders
expected due to differences in organizational cul-
ture, performance measurement, and revenue
generation. Although the study suggested that
leaders must be able to adapt when entering the
non-profit sector, it did not examine how effec-
tively the CEOs were at leading non-profits. As
a result, more research is needed into the sector
experience of non-profit leaders and the impact
that past sector experience has on a CEO's abili-
ties to lead non-profit organisations [10, p. 37—43].
To respond to this call, this article attempts
to investigate Ukrainian non-profit executives’
previous job experience and begins to discuss
what, if any, impact sector experience has on a
leader's capacity to lead non-profits. The find-
ings have implications for non-profit researchers
as well as non-profit organisations. The research
was a crucial first step in determining the link
between prior sector expertise and one's capac-
ity to run Ukrainian non-profit organizations.
The study's findings imply that leadership
experience in all three sectors (private, public
and non-profit) has a positive impact on one's
ability to lead non-profit organizations. Prior non-
profit sector experience, on the other hand, was
assessed as having a higher positive impact on
one's capacity to lead non-profit organizations
than private or public sector experienced by
respondents. Although the amount and breadth
of experience in each sector may influence the
impact of prior sector experience on one's ability
to lead, this study’s results suggest that previous
experience leading non-profit organizations could
provide leaders with specific experiences that
may not occur in the private or public sectors.
Literature review. The third sector, as pre-
viously said, plays a major role in the Ukrainian
economy and is an important component of
society's well-being. The following are the most
numerous non-profit organizations in Ukraine
are diasporas, educational and cultural, health
and social-oriented. Thus, the non-profit sector
is critical to the development of communities and
the well-being of society. Therefore, the assump-
tion is that a shortage of qualified leaders in the
nonprofit sector is imminent. As the third sector
may have severe consequences for society [18].
Understandably, most nonprofits would con-
sider it ideal if the next leader of their organisa-

tion had experience within this sector. According
to Teegarden, succession planning in non-profits
most commonly envisions growing new leader-
ship from within an organisation. Yet some schol-
ars estimated that only about 30 to 40 per cent of
senior non-profit management positions are filled
by internal promotion (compared to 60 to 65 per
cent in the business sector), and it is difficult to
see how that approach can be adopted by the
majority of very small non-profits. Consequently,
this is one reason for the widespread belief in a
leadership deficit [13, p. 78-90; 14, p. 26-35].

On the other hand, the for-profit and public
sectors become more attractive for recruiting
experienced managers to non-profits. Hence,
non-profit organisations may decide to hire lead-
ers with private sector experience if they are
unable to find a leader with prior sector experi-
ence and/or if they are interested in embracing
private sector business methods. Characteristics
of the nonprofit sector such as a passion for mis-
sion, fluidity in the nonprofit landscape providing
change and challenge, small and nimble orga-
nization size, and flat organizational structures
would appear to be advantages in the non-profit
sector’s recruitment mission. Leete cites several
studies that indicate the quality of work in the
nonprofit sector was perceived as more varied
and more challenging, provided more opportu-
nities for skill development, and allowed more
autonomy than for-profit jobs [7, p. 159-179].
However, while salary differentials may be less
important to young workers within the relevant
range of for-profit options, the Young Nonprofit
Professionals Network reports that 82 per cent
of their survey respondents cited low salary and
wages as a likely reason for leaving the sector.
Many of these respondents would be viewed
as the next generation of nonprofit leaders: the
majority were over age thirty-five, all had more
than four years of experience in the nonprofit
sector, and about half were already in director or
manager positions [11].

They may also be interested in hiring execu-
tives within the public sector to ensure compli-
ance with government funding criteria. It is worth
mentioning that such employment methods may
have implications for some distinguished goals
that non-profits are aiming to achieve for soci-
ety’s well-being. According to one study, prior
professional experience, both paid and volun-
tary increases the marketability of applicants
for management positions and almost 18% of
the respondents were hired from outside the
non-profit sector [14, p. 26—35]. Unfortunately,
few studies attempted to compare leaders who
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have expertise in different sectors, which could
be useful in determining the efficacy of select-
ing leaders with experience in other sectors to
lead non-profit organisations. As a result, more
research into non-profit CEOs' prior experience
is required. Unlike business entities, most NPOs
are not unable to "create their own" supply of
future leaders to meet the leadership shortage.
Successful firms frequently spend a significant
amount of money and time identifying and devel-
oping exceptional junior managers into leader-
ship candidates. They understand that compe-
tence in talent development is a powerful kind of
competitive advantage. However, most organi-
zations (even those with higher budgets) are too
small to offer meaningful professional develop-
ment chances for next-generation leaders. They
also can't afford to spend on the recruiting and
human resources that such development neces-
sitates, especially in an atmosphere where such
investments are often seen as wasted overhead.
As a result, NPOs are frequently forced to look
for new senior executives outside of their sector
[7, p. 159-179].

The following study questions were con-
structed to expand on the research on the pro-
fessional experience of Ukrainian non-profit
leaders and the impacts of prior sector experi-
ence on their ability to lead organisations within
the third sectors:

1. In Odesa, what percentage of non-profit
CEOs have only non-profit, only public, only pri-
vate experience or in all of three sectors before
working at their current organisation?

2. What impact does other sector expertise
have on a CEOQO's ability to lead a non-profit
organization? Do those who have worked in a
certain sector assess their previous experience
as a positive one or negative in terms of leading
NPOs?

3. What percentage of leaders have a univer-
sity degree, and what level of study have they
obtained?

Design of the study. Due to a lack of prior
research on non-profit executives' sector expe-
rience, a survey was created to answer the
research questions.

The survey comprises 16 questions aimed
at evaluating the leaders' socio-demographic
profile, length of working in their current posi-
tion, and title. In addition, respondents were
asked to provide their thoughts on how pre-
vious experience in the non-profit, private, or
public sectors influenced their abilities to lead
a non-profit organisation. To answer research
guestion two, the respondents were also asked
to evaluate the current state of the third sec-
tor in Ukraine, the challenges they faced and
what steps can be done to tackle their organi-
sation’s problems.

To commence the practical part of this study,
it was essential to find the largest and most influ-
ential non-profit organisations in Odesa. Further-
more, several types of organizations, such as
religious, social, cultural, national, human ser-
vices, and so on, were chosen.

After completing the list of non-profit organi-
zations, the next step was to make contact, it
was necessary to call non-profit organisations,
visit them, explain the study's goal, and inquire
if an interview with the organization's executives
could be arranged. And a total of twelve inter-
views were conducted.

Results. The first section of the questions
was designed to clarify the survey's social demo-
graphic component. The majority of CEO posi-
tions are held by men 90%. The bulk of those
who responded had a Master's degree, while
a few had a Bachelor's degree, 60% and 40%,
respectively.

Table 1
Organisational Data and Personal Experience for Participants
Resp%ndent Organisation’s Type Years in current position | Prior sector experience
1 Diaspora 13 Private, Non-profit
2 Diaspora 15 Private, Public
3 Diaspora 12 Private, Public
4 Diaspora 10 Private, Public
5 Religious 12 Non-profit,
6 Human Services 2 Non-profit, private
7 Charitable Foundation 3 Private
8 Social Organisation 5 Non-profit, public
9 Social Organisation 21 Non-profit
10 Social Organisation 12 Public
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Table 1 shows that the majority of respondents
had worked in the non-profit sector before joining
their current organization. 20% of respondents
had only non-profit experience, 10% had only pri-
vate sector experience, and 10% had only public
sector experience. Before working at their pres-
ent organization, the majority of respondents had
experience in both the public and private sectors,
with 20% having experience in both non-profit
and private sectors and 10% having experience
in both non-profit and public sectors.

Table 2 shows respondents answer to the fol-
lowing question: “What impact does sector experi-
ence have upon leading a non-profit organisation?”

Discussion of the research results and
conclusion. The purpose of this study was to
investigate how do CEOs of Ukrainian non-profit
organisations perceive the impact of an experi-
ence, gained in the different sectors on their abil-
ity to lead non-profit organisations.

The study goes in line with prior studies on
the career development of nonprofit CEOs that
suggested that there is a wide range of sector
experience among those who manage non-profit
organisations [12, p. 696—716; 17, p. 103-133].

The results of the study suggest that lead-
ers’ experiences in the non-profit sector may be
more helpful than experiences in the private and
public sectors. However, experience in the non-
profit sector is not necessarily a prerequisite for
leading non-profit organisations. While there are
some clear differences in how non-profit organ-
isations should be run compared to private and
public sector organisations, at least some of
the participants in the study suggested that the
nuances required to effectively lead non-profit
organisations can be learned on the job. Fur-
thermore, this study suggests that prior experi-
ence in other sectors may be beneficial to some
extent. For example, experience in the private

sector may provide experience with business
principles that may benefit sustainability and
competitiveness and experience in the public
sector may provide knowledge of public entities
that is useful for organisations that receive their
funding from the government. However, lead-
ers from other sectors also need to understand
those ways in which non-profit leadership is dif-
ferent and be willing and able to adapt.

Some scholars believe that although many
leaders felt there are key business principles
that can be learned in the private sector that
have a positive impact upon the ability to lead
non-profit organisations, the findings of this
study suggest leadership should be exercised
differently in the non-profit and private sectors
[6, p. 471-486]. And the results of this study go
along with the previous statement. For instance,
the majority of executives believe that prior pri-
vate-sector experience helps them to lead non-
profit organizations. Responses of those who
had never worked in the private sector were less
optimistic in assessing the value of private sec-
tor experience for managing organisations in the
non-profit sector. Nevertheless, the majority of
those who had never worked in the private sec-
tor thought it would be beneficial.

To investigate further, the summary of each
participant response is stated below.

Respondent # 1, had extensive experience as
a volunteer and as a board member with non-
profit organisations. In his opinion, basic busi-
ness skills are important to leading a non-profit
organisation. However, he argued that there are
fundamental differences between non-profit and
private organisations. For instance, non-profit
leaders must be able to empower their followers
and imply interest in their followers’ well-being.

Respondent # 2 believed that non-profit lead-
ership experience is more helpful than experience

Table 2

The Participants’ Perceptions Regarding Impact of Sector Experience
on Leading a Non-profit Organisation

Respondent Impact of Sector Experience upon leading a non-profit organisation

# Non-profit Private Public

1 Strong positive Strong positive Strong positive
2 Strong positive Some positive Strong positive
3 Strong positive Strong positive Strong positive
4 Strong positive Some positive Strong positive
5 Strong positive Some negative Some positive
6 Strong positive Strong positive Some positive
7 Strong positive Strong positive Neither positive nor negative
8 Strong positive Some positive Strong positive
9 Strong positive Neither positive nor negative Some positive
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in the other sectors because of their social-driven
and less profit-oriented mission. He also empha-
sised that non-profits should see other organisa-
tions more as partners than competitors.

Respondent # 3 argued that both private and
public experience can help to lead a non-profit,
but NPOs leaders would benefit from non-profit
management training.

Respondent # 4 felt the non-profit experience
would be more helpful for leading a non-profit
organisation than experience in other sectors.
But as a leader of the diaspora, his experience
within the public sector helped him with fundrais-
ing campaigns.

Respondent # 5 was ascertained that for an
NPO leader experience within the third sector
is vital and CEQ's from for-profits cannot lead
NPOs in the right direction, taking into account
the organisations true mission.

Respondent # 6 felt the relative difference in
leadership experiences was largely personal.
First, he was not in direct contact with the lead-
ership at the corporation he worked at. Second,
he felt the non-profit environment was more
conducive to his personality than a larger corpo-
rate-style structure.

Respondent # 7 believed that public sector
experience was helpful because it gave insight
into how government agencies function and how
individuals who lead public organisations moti-
vate employees.

For respondent # 8, prior non-profit and pub-
lic sector experience were more valuable than
experience in the private sector. She learned
from other leaders within the governmental sec-
tor, how to represent one’s organisation and use
networking tools.

Respondents # 9 believed that experience
within the non-profit sector plays a vital role in
understanding the relationship between a leader
and followers, especially, with volunteered staff.
And that can make one a true leader who serves
the community’s best interest.

Respondent # 10 believed that experience in
the public sector made her realize that the third
sector plays a vital role in citizens well-being and,
therefore, she started working in non-profits.

Concluding, the study suggested that leaders
value prior non-profit experience more valuable
than experience in the private and/or public sec-
tors in developing leadership skills for effective
management of the non-profit sector. Partici-
pants acknowledge that prior experience in other
sectors can be beneficial in cultivating one’s abil-
ity to lead a non-profit organisation. However,
respondents believed that, whatever experience

they lacked in a certain area crucial to leading
a non-profit organisation, they were often able
to overcome it by attending training sessions,
etc. It's also important to note that experience
in a particular industry may provide even more
knowledge of organisational context than expe-
rience in a non-profit organisation in a different
industry.

Theoretical and practical implications of
the study. This study contributes considerable
input into the theoretical foundation of the third
sector in Ukraine by investigating non-profits
leaders’ educational backgrounds, experience
in all three sectors, their assessment of current
challenges.

The non-profit sector faces a leadership defi-
cit and may wish to hire executives from other
sectors. And this study serves as a first step
in understanding the relationship between a
CEO'’s prior sector experience and their ability
to lead non-profits in Ukraine and shape leader-
ship approaches in successful non-profits thus,
important insights can be gained. Moreover, the
results of this study indicate the critical role prior
experience can play in leaders’ ability to man-
age organisations within the third sector. Another
implication relates to the preparation of manag-
ers within non-profit organisations. The finding
of this study suggests that educational programs
should consider including training programmes
for preparing managers for the non-profit sector.
In particular, leadership practices, fund-raising
campaigns in the non-profit sector. contributed
considerable input into the theoretical founda-
tion of the third sector and practical implications
relating to the training of senior managers of
Ukrainian non-profits.

Limitations. This research has limitations,
just like any other study. The sample of this study
was limited by non-profit leaders in Odesa. As
a result, the study findings may not imply for all
non-profit organisations in other regions. Even
though results were tested for non-response
bias, there is still a chance that the sample con-
tained some bias.

Another limitation is that because the leaders
are now in the non-profit sector, their assess-
ments of the importance of prior non-profit experi-
ence may be influenced. Even though leaders of
NPOs of different types were interviewed, ranging
from local communities to international organisa-
tions, the leaders’ evaluation of prior experience
from other types of non-profits may differ.

Future research recommendations. Fur-
ther research into the importance of prior sector
expertise could be conducted in several ways.



Bunyck # 34 / 2021

EKOHOMIKA TA CYCNINIbCTBO

For instance, to investigate followers and board
members assessment of the impact of prior
sector experience on leaders’ ability to manage
NPOs.

As it was stated in the limitations part, there
is a need to research other regions of Ukraine to

gather more data for comparison of the results.
Furthermore, non-profit organisations are not all
the same, therefore, additional studies can pro-
vide insight into the factors that are specific for
different nonprofit organizations, which may also
impact the significance of the prior experience.
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