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Kathryn Gordon, Human Resources and Organisation
Development Director at international development
charity VSO agrees: “In the not for profit sector, people
often join an organisation because of the cause, and not

the public and voluntary sectors in 2010, proving their
staff engagement strategies are paying off.

Similarly, VSO has an organisation engagement score
of 82% (July 2011 Pulse Employee Survey). But VSO also

necessarily because of the job or role. This means it is has to ensure it keeps its employees engaged during

important that recruitment, selection and performance
management processes are robust.”

Golding outlines four key skills for line managers to
develop in order to ensure a motivated and engaged
workforce: the ability to set the standard of work to be
delivered; the ability to set objectives for staff and then
the ability to monitor performance and to give regular
and honest feedback.

Internal engagement surveys are another way to
check whether employees feel that their organisation
is working effectively. Addaction has been running
engagement surveys for many years, and they are
committed to taking their employees’ opinions on board:
“It's critical if we are going to take the organisation
forward that we are taking the views of our staff
onboard and harnessing that sense of passion and drive

that people have,” says Pink. Best Companies ranked the sector’s talent management

Addaction among the top 100 companies to work for in
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times of change. “We have to think about developing
new skills within the organisation, improve multi-
disciplinary working and continuously engage not only
with our employees, but with our volunteers, donors and
partner organisations,” says Gordon.
Despite this, research conducted
by YouGov on behalf of the

HR Directors’ biggest HR
Chartered Institute of Personnel | . .
and Development (CIPD) suggests 1SSUES 1N the charity sector

that job satisfaction among staff

in the voluntary sector has fallen in

the second quarter of 2011. While Funding
this remains ahead of comparative ..
figures in the public and private Mergers and vaUISItlonS
sector, it still gives warning signs Growing internal talent
to the sector. Joseph admits that

Line managers

strategies aren’t as sophisticated as

There IS never
a shortage

of people to
work in the
sector because
people

get very
enthused and
passionate
about it

some private sector organisations. “My sense is that the
sector’s lagging a bit in talent management, which is
likely due to resourcing and funding,” he says.

A sector suffering from funding cuts and less of
a focus on talent management can increase the risk
of employment tribunals. While the sector employs
fewer than three per cent of the overall UK workforce,
the number of employment tribunals per capita has
historically run at over seven per cent.

As charitable organisations try to reduce on spending
cuts, growing internal talent could be an advantage,
both in saving recruitment costs and gaining an
employee who is already in-tune with the ethics and
values of the company. Speaking at the Charities HR
Network Conference, Richard Hawkes, Chief Executive
of UK disability charity Scope, warned that, when faced
with difficult financial periods, too many charities cut
HR rather than seeing investing in their people as a
way to get through the difficulties. This is the view that
Paddy Dummett, Head of Learning & Development at

Charities -
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project for us,” says Dummett. Promoting from within
is also recognised in the culture of Addaction, with
70% of the charity’s managers being grown within the
organisation.

As well as promoting internal talent at times of
mergers, the demand for interims has increased, a trend
that is expected to continue. “We have placed a good
number of interim HR people in the last 18 months into
various organisations and we see the demand for HR
increasing over the next six to 12 months as mergers
start to take affect,” says Joseph. “We have just placed
someone in an organisation that has grown quite rapidly
over the last few years and is currently undergoing a
restructure. They just didn’t have the internal resources
to have someone who can think about what impact their
growth is going to have on staff, how to carry out the
consultations and how to communicate correctly with
all the staff.”

A focus on talent management in the charity sector is
more important than ever. With funding cuts, resulting

Marie Curie Cancer Care shares. As organisations arein mergers and acquisitions, which could in turn result

currently hiring less, the challenge for Marie Curie is “to
think about how we motivate and retain the people that
we've got”.

Marie Curie set up a talent management programme
18 months ago, in order for the charity to generate its
own pipeline of talent, and employees are already
benefitting from the programme. “One employee has
been promoted into a bigger role at Marie Curie and we
have another employee who is about to work on a key

in redundancies, even the most highly engaged charity
staff could lose their motivation. “There is never a
shortage of people to work in the sector because people
get very enthused and passionate about it — particularly
children’s charities. Who wouldn’t?” says Joseph. “I
would be motivated to work for Save the Children and |
would take a 50% pay cut because it's Save the Children.
There’s never been a real need to invest in talent
management but actually now it’s crucial.”
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