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BACKGROUND 

The WASHBURN & MCGOLDRICK December 2022 Advancement Moving Forward survey of 
advancement professionals is the eighth in our series on the state of the profession. This series 
began in April 2020 at the beginning of the COVID-19 pandemic. Since then, we have tracked 
how alumni relations officers, gift officers, senior advancement staff, and chief advancement 
officers (CAOs) have kept the momentum of their advancement efforts moving forward through 
the past three years. 
  
These surveys explore timely issues of importance to advancement professionals in US 
universities, colleges, and independent schools. The topics in each survey are suggested by 
CAOs and their senior staff to provide information that allows them to respond in a timely manner.  
 
Confidence in achieving fundraising goals for each fiscal year and the use of remote, hybrid, or 
office work have been explored in almost every survey. Over the past year we have also 
addressed challenges facing advancement offices, staff turnover, fundraising priorities, the use of 
technology to engage donors and alumni, Zoom fatigue, and institutional responses to diversity, 
equity, inclusion, justice, and belonging (DEIJB) issues. Details about the methodology and a list 
of participating institutions can be found at the end of this report. 
 

  
April June Sept Jan May Nov April Dec 

2020 2020 2020 2021 2021 2021 2022 2022 

Confidence x x x x x x x x 

Office, hybrid, and 
remote work 

  x x x x x x x 

Staff productivity           x   x 

Staffing vacancies           x x   

Alumni engagement             x x 

Using technology to 
engage donors 

    x     x x x 

Adjusting to 
remote/hybrid work 

x x       x     

Advancement 
challenges 

x   x x   x x x 

Fundraising priorities   x x x x       

Impact of the 
pandemic on 
advancement 

  x x x x       

Zoom fatigue     x x         

DEIJB         x       

 



MAJOR FINDING: CONFIDENCE IS ON THE DECLINE 

 

 WASHBURN & MCGOLDRICK’S December 2022 Advancement Moving Forward Survey 
reveals that confidence in achieving annual fiscal year goals has sharply declined. 
When the WASHBURN & MCGOLDRICK Advancement Moving Forward Survey series began 
in April 2020, advancement staff were in the first month of adjusting to lockdowns, remote 
work, quarantines, and no travel. Confidence was at a low point, with one-fourth of CAOs and 
gift/alumni officers expressing equally low levels of confidence in achieving their fiscal year 
2020 goals. Between June 2020 and April 2022 confidence climbed steadily. 

 For the first time since WASHBURN & MCGOLDRICK began tracking confidence there 
has been a statistically significant decline reported by both CAOs and gift/alumni 
officers. Currently, 68% of gift/alumni relations officers and 67% of CAOs/senior 
advancement staff are confident about achieving their FY23 advancement goals.  

 This low level of confidence in achieving goals was last seen in January 2021 and 
represents a decline of roughly 20 points from the April 2022 survey. It counters a trend 
of generally rising confidence dating to June 2020.  



MAJOR FINDING: RESIGNATIONS, BURNOUT, AND MORALE ARE 
THE LEADING CHALLENGES IN ADVANCEMENT 

 

 The December 2022 WASHBURN & MCGOLDRICK Advancement Moving Forward 
Survey indicates that staffing issues remain a top concern for all advancement 
professionals. Both gift/alumni relations officers and advancement leaders were asked to 
indicate their work challenges going forward. Finding there are similarities in the percentages 
and ranking of these concerns for two groups suggests these are widely held views within 
advancement offices. 

 Currently, 71% of CAOs/senior advancement staff and 62% of gift/alumni relations 
officers responded that staff shortages and resignations are a major challenge going 
forward. This ranks significantly ahead of the five other challenges. Related issues ranking 
second and third are burnout/uncertainty (55% for leadership, 56% for officers) and staff 
morale (47% for leadership, 45% for officers).  

 Burnout, morale, resignations seem to be the key drivers of the declining overall 
confidence cited above. Based on responses to other questions in this survey and analysis of 
free-text comments, low levels of confidence seem to correspond more with staffing issues 
than economic concerns (though the latter do play a role).  

 Only a third of respondents indicated that energy/motivation and engaging constituents 
are challenges going forward. In addition, a relatively small number of respondents indicated 
that meeting metrics is a challenge. These three categories, taken together, suggest large 
majorities of advancement professionals feel motivated, and are less concerned about their 
ability to engage constituents or meet their metrics. Yet, at the same time, they (or their 
colleagues) are experiencing the effects of staff resignations, burnout, and low morale. 



 

MAJOR FINDING: WHILE OVERALL CONFIDENCE HAS 
DECLINED, STAFF ARE CONFIDENT IN THEIR SKILLS 

 

 The results of the December 2022 WASHBURN & MCGOLDRICK Advancement Moving 
Forward Survey show that the majority of advancement professionals feel confident in 
their ability to deliver on key advancement responsibilities. Specifically, more than three-
quarters of all advancement professionals feel confident in their ability to make the case for 
institutional priorities, meet job performance metrics, and handle both home and work 
responsibilities.  

 Confidence does decline gradually for those skills directly related to broader 
advancement outcomes. These include building a pipeline of prospective donors and 
increasing fundraising or engagement momentum.  

 There are no differences in confidence between CAOs/senior staff and gift/alumni 
relations officers for each type of skill. This should be interpreted as leadership believing 
that their staff will achieve the goals they set for their staff, and that staff feel confident they will 
meet the goals. These data suggest that advancement professionals at all levels are confident 
they will be able to “do their jobs” yet, as shown previously in this report, they are also 
struggling with the challenges of resignations, burnout, and morale. 

 



MAJOR FINDING: HYBRID AND OFFICE WORK SETTINGS HAVE 
BECOME THE NORM 

 

 

 

 The results of the December 2022 WASHBURN & MCGOLDRICK Advancement Moving 
Forward Survey show that 59% of respondents are working a hybrid schedule. It is by far 
the most common schedule arrangement when compared to working full-time in either the 
office or remotely.  

 The trends for the three “modes” of work seem to follow the path of the COVID-19 
pandemic. In pre-vaccine and mask-mandated period between September 2020 and May 
2021, virtually all respondents answered they worked remotely. Between May 2021 and 
November 2021, as the vaccine became more widely administered and other measures 
reassured the public that the virus was more under control, remote work plummeted from 81% 
to 15% and in this survey was just 8%. 

 WASHBURN & MCGOLDRICK Advancement Moving Forward Survey indicates the 
decline in remote work is not resulting in similar increases in full-time work in the office. 
While the percentage who worked remotely declined significantly from 81% to 8%, the percent 
working full-time in the office has only increased from 8% to 33% over the past 18 months. 
Rather the increase in hybrid work is outpacing returning to full-time office work. In the 18 
months between May 2021 and December 2022, the percentage of gift/alumni relations officers 
working a hybrid schedule has increased 49% from 10% to 59%. 

 Finally, concerns about the work schedules of hybrid staff might be inflated. Feedback 
from hybrid staff indicates they are spending 51% of their time in the office, 41% working at 
home, and 8% traveling. 
 



MAJOR FINDING: GIFT OFFICERS WILL LEAVE THEIR JOBS IF 
REQUIRED TO WORK FULL-TIME IN AN OFFICE 

 

 The results of the December 2022 WASHBURN & MCGOLDRICK Advancement Moving 
Forward Survey show the majority of gift and alumni relations officers would look for a 
new job if required to return to full-time office work. These data suggest that requiring 
remote or hybrid staff to give up their current work setting would exacerbate the challenges of 
ongoing staff shortages in advancement. 

 The data suggests 92% of full-time remote workers and 57% of hybrid-schedule workers 
would be likely to look for another job if working full-time in an office was required. Put 
simply, workers who have gone to remote schedules want to keep it that way, and most 
(though a smaller share) of workers on hybrid schedules agree.  

 The greatest risk is losing the nearly 60% of the hybrid workers who represent 59% of all 
gift and alumni officers. While there is still a risk of losing 92% of remote workers, they 
represent 8% of the advancement workforce.  

 Overall, these data may explain why potential staff resignations, along with current staff 
shortages, burnout, and morale, are critical challenges to advancement. Advancement 
leadership will need to carefully evaluate this finding as they consider decisions about limiting 
work choices and changing what has become an expectation for many staff. 

 

 

 



MAJOR FINDING: INTEREST IN HYBRID WORK HAS DECLINED, 
BUT IT IS STILL THE PREFERRED OPTION BY A WIDE MARGIN  

 

 The results of the December 2022 WASHBURN & MCGOLDRICK Advancement Moving 
Forward Survey show more than half (52%) of respondents indicate that they would 
prefer a hybrid work schedule. Data collected since September 2020 indicates that interest 
in hybrid work schedules increased dramatically from May 2021 to April 2022. Yet over the past 
eight months interest in hybrid work schedules has declined significantly from 66% to 52%. In 
spite of this decline, hybrid work schedules are preferred 2 to 1 over other options. 

 Since WASHBURN & MCGOLDRICK’s Advancement Moving Forward Survey began 
tracking work preferences in September 2020, interest in remote work has declined, 
while interest in full-time office schedules has increased. During the year between 
September 2020 and November 2021, interest in remote work declined from 53% to 25% and 
has remained at that level since that time. Conversely, interest in full-time office schedules has 
increased since November 2021 from 8% to 23%. 

 There has been a fundamental shift in expectations around work locations. The 
experience of working either at home or on a hybrid schedule seems to have established a new 
standard for work settings. Challenging that standard will present advancement with a set of 
threats with the unmet interest in working non-traditional schedules. 

  



MAJOR FINDING: IN-PERSON DONOR ENGAGEMENT CONTINUES 
TO INCREASE 

 

 
 The results of the December 2022 WASHBURN & MCGOLDRICK Advancement Moving 

Forward Survey show a sharp return to in-person qualification (53%) and solicitation 
(72%) meeting, as advancement professionals shift away from video conferencing and 
phone calls.  
 

 Since September 2020 there has a been a steady return to in-person qualification and 
solicitation meetings and a parallel decline in the use of phone calls to engage donors. 
At that time over 90% of donor engagement meetings were conducted by phone or video 
conferencing. Only 9% of qualification and 2% of solicitation meetings were in-person. 
Currently, over half of the qualification meetings and nearly three-quarters of all solicitation 
meetings are in-person.  

 

 Like many changes stemming from the pandemic, video conferences for donor 
engagement have remained a means to engage donors. We do not have data before 
September 2020, yet it seems that video conferencing became a viable alternative as a 
response to limited or suspended traveling. Current data suggest that its use has declined but it 
remains an alternative means to reach donors for qualification.  
 



SUMMARY OF KEY THEMES FROM FREE-TEXT COMMENTS: 
WHAT DO YOU FEEL WILL BE THE MOST SUBSTANTIAL 
CHANGE TO YOUR WORK IN 2023? 

 

 
 The December 2022 WASHBURN & MCGOLDRICK Advancement Moving Forward 

Survey asked the open-ended question, “What do you feel will be the most substantial change 
to your work in 2023?” The question received 229 responses. 

 The key themes were identified and organized into the 10 categories that emerged, shown 
below.  

 

Theme 
CAO/Senior 

Staff Officers Total 

Staff turnover 18% 20% 19% 

Leadership 18% 14% 15% 

Economy 19% 10% 13% 

Return to "normalcy" 5% 13% 11% 

Morale 15% 8% 10% 

New goals 2% 13% 10% 

Professional growth 11% 10% 10% 

Reorganization 6% 5% 6% 

Burnout 2% 5% 4% 

Use of technology 5% 1% 2% 

   



SELECTED VERBATIM COMMENTS: WHAT DO YOU FEEL WILL 
BE THE MOST SUBSTANTIAL CHANGE TO YOUR WORK IN 2023? 

 Burnout 

“Continued staff resignations, fighting to hire & train new staff at competitive salaries with 
flat operating budgets.” 

“We will be looking at how many ‘additional, non-core, responsibilities’ have been placed on 
different roles and how to decouple those extraneous duties. The roles in the next calendar 
year should be more advancement-focused than they are now, with many of the 
administrative duties that were taken on over the past three years removed.” 

 Economy 

“The economic uncertainty looms large in the minds of many donors and will certainly impact 
our ability to move significant gifts along.” 

“Recession will have an impact. Increased costs of travel, events, catering, etc. Possible 
downturn in giving. Expectations that we continue to engage virtually and in person with the 
same amount of staff.” 

“Waning donor confidence in financial markets will stress fundraising progress.” 

 Leadership 

“Leadership changes at the university. We will be getting a new president/provost, which 
results in a large amount of ‘trickle down’ executive turnover.” 

“Our president just announced her departure, and we are less than a year away from 
completing our campaign. Managing that transition and its impact on the final campaign 
push is a challenge. And thinking about the next campaign and cultivating the next round of 
major gift and leadership donors is top of mind.” 

 Morale 

“I am reaching a threshold of what I can do without additional support. Impact as yet 
unclear.” 

“Telecommuting and hybrid work has become an expectation and a new norm.” 

“Possibility of no longer working hybrid schedule.”  

  



 New Goals 

“Much more pressure to secure large gifts.” 

“Much more qualifying prospects as our main major and planned gift pool is becoming 
exhausted.” 

“Managing expectations in a hybrid world—both those of staff and our constituents.” 

“Connecting more with young alumni and bridging the generational gap of giving back.” 

 Professional Growth 

“Developing effective communication strategies to engage alumni and solve the pressing 
financial needs of the college having just completed an 8-year campaign.” 

“Hoping to work more of a hybrid model. This will be beneficial for time management and 
focus on work ahead.” 

 Reorganization 

“Restructuring my team as I fill the open position I have and redistribute duties to match 
individual skill sets. I may offload some of my ‘taskier’ items in order to lead more 
effectively.” 

“I don’t know how to fix it, but I am wildly burned out.” 

“The new approach to work across generations, hybrids, etc...” 

 Return to Normalcy 

“The expectation to pre-pandemic travel metrics. Meaningful engagement needs to be 
something that matters in our performance. Advancement tends to not want to change the 
way in which work is evaluated. Gifts are not closed without connecting with donors in ways 
that are meaningful to them—this is not always a visit.” 

“Reengaging alumni in a post-COVID world. It has not been the same and although folks say 
they want events and engagement opportunities, they aren't necessarily showing up like 
they used to.” 

“Continuing to adjust to an evolving new normal, particularly with the economic challenges 
faced by most Americans (including high net worth individuals).” 

 Staff Turnover 

“Frequent turnover of more junior staff leading to more of my time on searches than ever 
before.” 

“Securing enough staff members to execute on our work plans successfully without burning 
out current staff more than they’ve already been burnt.” 

“Continuing to drive results with substantially fewer frontline fundraisers and productivity 
continuing to decline with our work-from-home policy (up to 2 days at home/week).” 



METHODOLOGY 

 The December 2022 survey was sent on December 5, 2022 to 2,626 CAOs, vice presidents 
for advancement, AVPs, directors of development, gift officers (school/center-based, central, 
and regional) and alumni relations officers at universities, colleges, museums, and independent 
schools throughout the US. The survey closed on December 24, 2022. 

 The survey took three minutes to complete, with a 96% completion rate. This includes 
responses to open-ended questions. 

 Responses to the December 2022 survey were received from 423 individuals (111 
CAOs/senior advancement staff and 312 gift/alumni relations officers), representing 126 
institutions. Responses were received from 10 independent schools, eight HBCUs, and seven 
HSIs. The respondents’ years of experience in advancement and age are summarized below. 

 

Years of Experience in Advancement 
   

  
Gift / Alumni 

Relations 
Officers 

CAOs / Senior 
Advancement 

Staff 

Five years or less  16% 1% 

Six to nine years  19% 3% 

10 years or more  65% 96% 

  
 

Age 
 

  
Gift / Alumni 

Relations 
Officers 

CAOs / Senior 
Advancement 

Staff 

 

34 or younger 12% 0%  

35-44 30% 12%  

45-54 30% 40%  

55-64 23% 44%  

65+ 7% 4%  

  



 Margin of error: While response rates are frequently cited as a measure of a survey’s 
“success,” the margin of error is the more important statistic. It is a measure of the accuracy 
of the results. The margin of error for the December 2022 survey is +/- 4.4% at 95% 
confidence level. This suggests that we are 95% certain that results of this Advancement 
Moving Forward survey are within 4.4% of the results we would have observed if we had 
responses from all 2,626 individuals who were sent the survey. An acceptable margin of 
error used by most surveys is typically between 4% and 8% at the 95% confidence level. 

 The April 2022 survey had 491 respondents representing 133 institutions (margin of error +/- 
4.1% at 95% confidence level).  

 The November 2021 survey had 455 respondents representing 119 institutions (margin of 
error +/- 4.1% at 95% confidence level).  

 The April 2021 survey had 461 respondents representing 103 institutions (margin of error +/- 
4.0% at 95% confidence level). 

 The January 2021 survey had 506 respondents representing 84 institutions (margin of error +/- 
3.6% at 95% confidence level).  

 The September 2020 survey had 430 respondents representing 59 institutions (margin of error 
+/- 3.7% at 95% confidence level).  

 The June 2020 survey had 386 respondents representing 53 institutions (margin of error +/- 
3.9% at a 95% confidence level).  

 The April 2020 survey had 416 respondents representing 48 institutions (margin of error +/- 
3.7% at 95% confidence level).  

 

Results of all the surveys are available at https://www.wash-mcg.com/. 

  



PARTICIPATING INSTITUTIONS 

Amherst College  Grinnell College 
Appalachian State University  Hamilton College 
Arizona State University  Haverford College 
Bay Path University  Howard University 
Bentley University  Illinois Institute of Technology 
Berea College  Illinois Wesleyan 
Binghamton University  Jackson State University 
Brewster Academy*  Kenyon College 
Bryn Mawr College  Kingswood Oxford 
Bucknell University  Knox College 
Carleton College  Lafayette College 
Carnegie Mellon University  Longwood University 
Carroll University  Loyola University–Maryland 
Claremont McKenna College  Lycoming College 
Colgate University  Macalester College 
College of Wooster  Marist College 
Connecticut College  Middlebury College 
Davidson College  Miss Porter’s School* 
Denison University  Morehouse College 
DePauw University  Mount Holyoke College 
Dickinson College  Muhlenberg College 
Elizabeth City State University  New England College 
Elizabethtown College  Norfolk State University 
Elon University  North Carolina Central University 
Fairfield College Preparatory School*  North Carolina School of Science and Math 
Fairfield University  North Carolina State University 
Florida International University  Oberlin College and Conservatory 
Franklin & Marshall College  Occidental College 
Furman University  Ohio University 
George Washington University  Ohio Wesleyan University 
Georgetown University  Olympic College 
Gettysburg College  Phillips Exeter Academy* 
Governor’s Academy*  Plymouth State University 

 

 

 

* Independent School 
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Portland State University Foundation  University California–Irvine 
Potsdam University (SUNY)  University of California–Santa Barbara 
Providence College  University of Central Florida 
Quinnipiac University  University of Chicago–Booth School of Business 
Rollins College  University of Houston 
Rutgers, The State University of New Jersey University of Maryland–Baltimore County 
Saint Anselm College  University of Maryland–College Park 
Siena College  University of Missouri System 
Skidmore College  University of New Hampshire 
Smith College  University of North Carolina–Chapel Hill 
Smithsonian  University of North Carolina–Charlotte 
Springfield College (MA)  University of North Carolina–Wilmington 
St. Andrew’s School*  University of North Carolina School of the Arts 
St. Catherine University  University of Pittsburgh 
St. John Fisher College  University of Rhode Island 
St. Andrews Presbyterian College  University of Richmond 
St. Lawrence University  University of the Virgin Islands 
Stonehill College  Vanderbilt University 
Suffolk University  Vassar College 
Syracuse University  Virginia Museum of Fine Arts 
Texas Christian University  Virginia Tech University 
Texas Lutheran University  Wake Forest University 
Texas Tech University  Washington and Lee University 
The Catholic University of America  Washington College 
The Hotchkiss School*  Washington University–St. Louis 
Tougaloo College  Wellesley College 
Towson University  Wheaton College (MA) 
Trinity University (TX)  William and Mary 
Union College  Williams College 
University of Buffalo  Woodberry Forest School* 

 

 


