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Summary of main findings 
 
This report is the second study of its kind completed by NICVA in the past five years. 
The research was undertaken to shed some light on the current workforce dynamics 
of the voluntary and community sector in Northern Ireland. It looks at workforce 
composition by age, sex, contracts, job titles and remuneration levels.  
 
The overall research design was based on a postal survey of a representative sample 
of voluntary and community organisations in Northern Ireland. The survey consisted 
of a salary grid and a questionnaire which requested information on benefits, 
recruitment and retention of staff, salaries, pension and overall income. A sample of 
2,000 organisations was generated to take part in this research of which 16.5% 
(covering 3,651 employees) responded during December 2005. 
 
Below are some of the main findings highlighted in this report. 
 
Profile of the workforce  
 

• This research found that the average age of workers in the sector is between 
31 and 50. 

 
• 83% of organisations surveyed have contracts of employment for all staff. Of 

these organisations 73.7% have permanent contracts for staff.  
 

• 51% of employees involved in this research are employed by organisations 
with an income of more than £1 million. 

 
• 18.4% of employees in responding organisations are male and work full time, 

39.9% of employees are female and work full time. 
 

• The survey revealed that more than 75% of all paid workers are female, 
however two out of every three chief executives in the Northern Ireland 
voluntary and community sector are males. 

 
Recruitment and retention 
 

• This research has established that over one quarter of organisations have 
difficulties with recruitment. The most prominent difficulty is the lack of 
specialist skills of prospective candidates.  

 
• In addition 24% of responding organisations have difficulty with retaining 

staff. One of the main reasons for this is a lack of career progression 
(38.6%).  

 
Benefits 
 

• 14% of organisations felt that the benefits package they offer their employees 
has had a negative impact on recruitment. 

 
• The percentage of organisations that provide sick pay and sick leave for their 

employees, at 60%, is broadly the same as in 2001. 
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• Nearly 47.3% of organisations operate occupational maternity pay schemes in 
excess of the statutory minimum. This figure has increased by 4.8% since 
1999. 

 
• This research found that 54% of organisations permit their staff to work 

flexible hours and nearly 17% of organisations mentioned that they permit 
staff to work from home. In addition just over 80% of all responding 
organisations operated a time off in lieu (TOIL) policy. 

 
• 43% of organisations offer staff an occupational pension scheme of which 

98% are a contributory pension. 
 
Salaries 
 

• This research established that the average pay increase last year in 
responding organisations is 3.14%. Over 88% of the organisations awarded 
their employees an annual salary increase of 2-4% in the last year.  

 
• The survey found that 67% of organisations link pay with specific pay scales – 

this represents an increase of 18% since 2001. 
 

• This research found that organisations with an income of more than £250,000 
are more likely to have performance related pay than smaller organsaitons. 

 
• 55.5% of responding organisations stated that they enable union 

representation for their employees.  
 

• At all job levels men tend to be better remunerated than women; for example 
on average male chief executives are paid 5.8% more than their female 
counterparts. 

 
• The average salary of a chief executive in the private sector is £73,425.1 This 

is dramatically more than the equivalent post in the voluntary and community 
sector where the average salary is £36,297.  

 
 
 
 
 

                                                 
1 See paragraph 1.6 for definition of quartiles. 
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1. Introduction 
 

“Though the paid workforce is increasing in size, the sector still does not have 
the resources or knowledge to foster and develop enough of the existing staff 
or to attract new employees with the right skills.” (Voluntary: as it is)2 

 
“This is an exciting and challenging time for people working in the voluntary 
sector.” (Stuart Etherington, NCVO, 2002) 

 
The two statements above perhaps best encapsulate what it is like to work in the 
voluntary and community sector. On the one hand it is an exciting and challenging 
environment to work in but, on the other, the resources to foster development and 
growth are not always in place. This is nothing new and it is well known that 
relatively low remuneration levels are offset by working in a sector which has 
traditionally had a very strong value base. It is often overlooked when we discuss the 
voluntary and community sector but the importance of the people who work in the 
sector cannot be under-estimated. This study examines how these people are 
rewarded, what benefits they can expect to receive and how this compares to other 
sectors.  
 
In 2001 NICVA undertook a survey to examine salary levels in the voluntary and 
community sector and this report builds on the findings of this previous research. 
The aim of this research is to gain an overview of the workforce, salaries and 
benefits of the voluntary and community sector in Northern Ireland. In addition, this 
research compares its findings with similar research completed in the private sector 
to establish if the gap in salaries between the private and voluntary and community 
sectors still exists.   
 
It is estimated that there are in the region of 4,500 organisations in the voluntary 
and community sector. There are an estimated 28,932 paid employees, which 
represents 4.4% of the total Northern Ireland workforce. Seven out of every ten 
employees are female. The voluntary and community sector in Northern Ireland 
employs 5.1% of the overall UK voluntary and community sector workforce. Latest 
estimates place the UK voluntary sector workforce at 569,000 people.3 
 
1.1 Objectives 
 
The objectives of this research were: 
 

• To conduct a survey into the salary levels for all job roles across the voluntary 
and community sector.  

• To provide a demographic profile of employees in the sector by job level.  
• To provide an assessment of recruitment and retention levels in the sector.  
• To provide a profile of the benefits available to employees in the sector. 
• To provide up to date information on current remuneration levels within the 

sector. 
• To provide a comparison of salary levels in the sector with the private sector. 

 
 
 
                                                 
2 Prospects.ac.uk  (the UK’s official graduate careers website) 
http://www.prospects.ac.uk/cms/ShowPage/Home_page/Industry_insights/Voluntary/As_it_is/p!ejF
agm  
3 State of the Sector IV, NICVA 2005. 
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1.2 Defining the voluntary and community sector 
 
For the purposes of this research NICVA has used the general charities definition of 
the voluntary and community sector which was also used in the State of the Sector 
series. This definition encompasses organisations which are “self-governing, 
independent, non-profit distributing, benefiting from a meaningful degree of 
philanthropy, has a wider public benefit, are non-sacramental religious bodies/places 
of worship and are formally constituted”. This definition, developed by the National 
Office of Statistics, has been used in previous NICVA research.  
  
Using this definition, the following organisations were excluded from the sample: 
 

• Non departmental public bodies (which are registered charities) and quangos; 
• universities; 
• independent schools; 
• sacramental religious bodies; 
• mutuals; 
• clubs or societies; 
• co-operatives. 

 
1.3 Sample construction 
 
A sample of 2,000 voluntary and community organisations was generated to take 
part in this research - 16.5% responded, covering 3,651 employees. This research 
provides a snapshot study so the same organisations as last time may not have 
responded.  
 
In order to ensure that the sample focused on paid employees only, a filter question 
was employed at the beginning of the survey to ensure that organisations which had 
no paid staff were excluded from the final analysis. A total of 329 organisations 
responded to the survey of which 90 (27.4%) did not have paid employees and were 
therefore not included. Table 1.1 illustrates the number and percentage of 
organisations which took part in this survey according to income strata. As would be 
expected only a small number of organisations with an income of less than £10,000 
per annum took part.  
 
Table 1.1: Number of respondents by income of organisation 
Income Count 

 
% % of 

sector 
<£10,000 8 3.4 41.8 
£10,001-£100,000 83 35.1 36.7 
£100,001-£250,000 66 28.0 5.6 
£250,001-£500,000 38 16.1 6.6 
£500,001-£1 million 21 8.9 4.4 
>£1 million  20 8.5 4.9 
Total  236 100 100 
Base: 236 organisations (3 missing)  
 
1.4  Methodology 
 
The overall research design was based on a postal survey of a representative sample 
of voluntary and community organisations in Northern Ireland. An electronic copy of 
the survey was sent to those organisations which felt that it would be more 
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convenient for them to complete the survey and salary grid by email. The research 
and human resources units in NICVA designed the questionnaire and salary grid. 
 
The questionnaire was based on previous surveys undertaken by NICVA and NCVO 
(National Council for Voluntary Organisations), NICVA’s sister council in England. The 
questions refer to: 
 

• The number and gender of full-time and part-time staff. 
• Basic salary levels (and annual increases/increments). 
• Benefits, including paid leave (annual leave, sick, maternity/paternity leave, 

compassionate/special leave, family friendly benefits and pensions). 
• Recruitment and retention issues. 
• Involvement in unions. 
• Salary scales and grading structures. 
• Terms and conditions of employment. 

 
In order to record detailed information about job roles and remuneration, 
respondents were guided into a hierarchical structure based on different levels of 
jobs with certain areas of responsibilities (see section 1.7).  
 
1.5 Report structure 
 
This report is split into three different sections. The first section examines 
information from 3,651 posts. Organisations were asked for the number of full-time 
and part-time employees they employ, a breakdown of male/female staff and 
whether or not they are engaged on a permanent or fixed term basis. This section 
also examines recruitment and retention in the sector and past and future staff 
fluctuations in the sector. 
 
The second section analyses other aspects of pay and conditions including contract of 
employment benefits such as leave, pensions and annual increments. 
 
The third section of the report looks at comparisons between male and female 
employees in the sector in job titles and salaries. It also compares salaries and 
benefits with those in the private sector. 
 
1.6 Presentation of data 
 
In the sections which examine the different salary levels by job roles the following 
analysis was used to provide a more in depth profile. For each set of analyses we 
provide three guidelines: 
 
LQ Lower quartile: one quarter of the posts in the sample earns this figure or 

less; three quarters earn this figure or more. 
 
M Median or middle of the market figure: when the posts are ranked in 

order of salary, this is the middle figure. It is normally lower than the 
arithmetic ‘average’ or mean, which is obtained by adding all the figures 
together and dividing by the number of salaries in the sample.  

 
UQ Upper quartile: three quarters of the posts are paid this figure or less; one 

quarter are paid this figure or more. 
 
Nos The number of posts in the sample. 
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In an attempt to gauge the salary of staff in real terms the Retail Price Index (RPI) 
was applied to the salary results from the 2001 Salary Survey.4 The average RPI 
increase between 2001 and 2005 was 2.4% per year. So for instance a salary in 
2001 of £17,123 would be the equivalent of £19,315 if it was expressed in today’s 
prices. This calculation takes no account of any incremental increases after the cost 
of living.5  
 
Finally where additional analysis has been carried out on the data collected during 
this research project the findings have been presented in a series of tables in the 
appendices to this report.  
 
1.7 Structure of job roles 
 
1. Chief Executive 
Purpose To have primary responsibility for the organisation as the 

undisputed chief executive. Responsible for applying the board’s or 
management committee’s strategy in an operational context. May 
attend meetings in a non-voting capacity.  

Reports to Board of trustees/management committee. 
Staff Has responsibility for staff across the whole organisation at a 

strategic rather than operational level. 
Examples Executive director, general secretary, director general, chief officer.  
  
2. Director 
Purpose To have overall responsibility for matters across a function, region 

or defined activity. Sits on the senior management team or 
management committee. Formulation and implementation of policy 
in a major functional area, such as fundraising, regional or field 
operations or personnel.  

Reports to Chief executive, the board or management committee. 
Staff Has responsibility for staff across the whole organisation at a 

strategic rather than operational level. 
Examples Director of personnel, finance, marketing or operations, regional 

director, development director, deputy CEO, assistant director.  
 

3. Senior Function Head/Head of Function 
Purpose To have full responsibility for a complete function or activity below 

board level. Responsible for service delivery and the administration 
of a function, with some policy information. Top level professionals 
may be included here, but few in number and often without a 
department to manage. This level will be more common in larger 
organisations. 

Reports to Chief executive, directors.  
Staff Has responsibility for staff across the whole organisation at a 

strategic rather than operational level.   
Examples Head of personnel, IT services or corporate fundraising. 
  
4. Functional Manager   
Purpose Responsible for the management of a small function or sub-

function, eg corporate fundraising manager responsible to 
fundraising director. This level might apply in smaller charities to 

                                                 
4 Retail Price Index http://www.statistics.gov.uk/cci/nugget.asp?id=21 
5 For further information on the Retail Price Index visit 
http://www.statistics.gov.uk/downloads/theme_economy/Rp04.pdf  
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managers who report directly to the chief executive but are mainly 
responsible for the administration of a function rather than policy 
formulation. 

Reports to Senior function head, director, chief executive (in smaller charities). 
Staff Responsible for staff within the unit or business area.  
Examples Regional manager, matron/manager, senior social worker, IT 

development manager, development manager, centre manager. 
 

5. Specialist/Professional/Technical Staff 
Purpose Responsible for specific functional specialisms with specifically 

identified responsibilities. May have staff management or technical 
supervisory duties but not necessarily.   

Reports to Functional manager.  
Staff Likely to have responsibility for a number of less senior staff on 

some projects. 
Examples Personnel office, corporate fundraising, teacher, policy officer, 

development officer, communications officer. 
  
6. Clerical Supervisor/Training or Care Staff 
Purpose Responsible for the operation of a unit within a department or 

home, eg assists regional manager with fundraising or sister 
reporting to matron/manager. 

Reports to Specialist staff.  
Staff May have responsibility for a team of less experienced staff. 
Examples RGN, legacy officer, shop manager, catering manager, facilities 

manager, information officer. 
  
7. Administrative Officer/Care Assistant 
Purpose To operate as experienced semi-skilled staff within a single area of 

work with a minimum of supervision. 
Reports to Specialist staff or clerical staff. 
Staff Unlikely to have responsibility for staff. 
Examples Nursing auxiliary, care assistant, accounts clerk, catering staff, 

administrative officer. 
  

8. Personal Assistant/Secretary 
Purpose Assistant to chief executive and other senior officers, who will 

undertake a range of administrative tasks as well as traditional 
secretarial duties. 

Reports to Chief executive or senior officer. 
Staff Unlikely to have responsibility for staff. 
Examples Personal assistant to chief executive. 
  
9. Junior/Trainee Staff/Office Services 
Purpose An individual who provides secretarial or word processing service to 

an office or department. May include some clerical duties, or semi-
skilled manual work. Junior or trainee roles in non-administrative 
functions. 

Reports to Clerical officer, care staff, cooking staff. 
Example Receptionist, cashier, handyman, gardener, administrative 

assistant. 
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2. Background 
 
Before assessing the job levels and remuneration levels in the voluntary and 
community sector it is necessary to place the sector within the context of the general 
labour market in Northern Ireland.  
 
2.1 Employment in Northern Ireland 
 
Northern Ireland has shown dramatic growth in employment levels in recent years. 
Employee jobs grew by 30% in the period between 1990 and 2005. UK growth in the 
same period was 9%.6 Unemployment fell by 58% in the period 1992-2005, more 
than in the UK as a whole, which fell by 50%.  
 
The total number of persons in employment (unadjusted) at March-May 2005 was 
737,000. Of these 464,000 (63%) were full-time employees, 140,000 (19%) were 
part-time employees, 119,000 (16%) were self-employed and 14,000 (2%) were on 
government employment and training programmes or were unpaid family workers.  
 
The number of economically active women has increased by 34% from 1984 
compared to an increase of 9% for men. Married women make up 26% of the labour 
force compared to 23% in 1984. 85% of part-time employees are women.7 
 
2.2 The voluntary and community sector 
 
The total income of the voluntary and community sector was £614.6 million in 
2003/04. This latest estimate represents a fall in income of 6.4% since 2000/01, 
when income was estimated to be £657.1 million. Government remains the largest 
funder, spending £216 million (35% of total income) on the activities of the sector. 
One in every five organisations is dependent on government sources for 75% or 
more of their income. The general public gives £199 million (32% of total income) to 
the sector.8  
 
State of the Sector IV estimated that there are 28,932 paid employees in the 
voluntary and community sector, which is 4.4% of the total Northern Ireland 
workforce. Just over half of all expenditure in the voluntary and community sector 
(£312.3 million) goes towards staff costs which includes salaries for paid employees 
and associated costs such as pensions and National Insurance contributions. 
Approximately 69% of expenditure of organisations with an annual income of more 
than £500,000 is consumed by staff costs. 
 

                                                 
6 Labour Market Bulletin 19, December 2005, Department for Employment and Learning. 
7 Labour Market Bulletin 18: Women in Northern Ireland, Department for Employment and Learning, 
February 2005. 
8 State of the Sector IV (NICVA, 2005) 
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3. Employment profile of the voluntary and community 
sector 
 
Before focusing on how much individuals are paid it is important to develop a profile 
of the type of person who works in the sector. This section therefore focuses on the 
workforce composition of the sector by job level, age and length of contract. 
 
3.1 Age 
 
Very little research has been conducted in Northern Ireland on age and job title in 
the voluntary and community sector. Table 3.1 analyses the nine job levels by age.  
 
Table 3.1: Overall age distribution of employees  
 
Age 

1
6

-2
0

 

2
1

-3
0

 

3
1

-4
0

 

4
1

-5
0

 

5
1

-6
0

 

6
1

-7
0

 

T
o

ta
l 

Chief executive - 1.4 20.3 42.1 31.9 4.3 100 
Director - - 22.9 45.8 22.9 8.4 100 
Senior function head - 5.4 31.2 46.2 15.1 2.1 100 
Functional manager - 9.8 44.3 28.5 14.4 3.0 100 
Specialist/professional - 22.3 35.5 23.6 16.6 2.0 100 
Clerical supervisor/training 1.9 30.7 25.7 25.4 13.8 2.5 100 
Admin officers/care officers 3.2 27.3 22.0 24.0 19.6 3.9 100 
PA/secretary - 20.7 30.5 31.7 11.0 6.1 100 
Junior/trainee staff 4.9 25.9 11.0 20.1 28.5 9.6 100 
Total 1.8 22.0 27.1 26.6 18.6 3.9 100 
Overall count 57 694 855 839 587 123 3,155 
Base: 3,155 employees (496 missing) 
 
This research has found variations in age groups when looking at job levels. For 
example over 78% of chief executives are aged 41 or more. All employees between 
the ages of 16 and 20 fall into the categories of clerical supervisor/training, 
administrative/care officers and junior or trainee staff. In all categories most staff 
are over the age of 30. Unsurprisingly over 30% of junior or trainee employees are 
under the age of 31. 
 
3.2 Gender 
 
The voluntary and community sector is often characterised by a largely female 
workforce and the results of this survey do not deviate from this general view. 
Women make up the majority of employees in the sector but there are exceptions 
when job level and type are considered. Table 3.2 examines the number of full-time 
and part-time employees by gender. 
 
Table 3.2: Job type by gender 
 Full-

time 
% Part-

time 
% Total 

count 
% 

Male   614 18.4   189 5.7   803 24.1 
Female 1,334 39.9 1,204 36.0 2,538 75.9 
Total 1,948 100 1,393 100 3,341 100 
Base: 3,341 employees (310 missing) 
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When comparing the percentage of male and female full-time and part-time 
employees in this research with those recorded in the 2001 survey, the results are 
very similar. For example in the 2001 Salary Survey 40.8% of full-time employees 
were female. This is 0.9% higher than the number of full-time females in this 
research. Results in State of the Sector IV generally correlate with this research. It 
found that 5.9% of employees were part-time male and that 30.5% were part-time 
female employees. Again this is very similar to the results found in the above table. 
A slight difference was found in full-time female employees. In 2005 NICVA found 
that full-time female employees made up 44.5% of total employees whereas this 
research found that this has decreased slightly to nearly 40%.  
 
This research found that the results recorded in Table 3.1 above are very similar to 
those recorded in Table 3.4 in the 2001 Salary Survey. For example in the 2001 
survey 40.8% of full-time employees are female. This is 0.9% higher than the 
number of full-time females in this research.  
 
The survey revealed that more than 75% of all paid workers are female and this is 
broadly supported by State of the Sector IV which revealed that seven out of every 
ten employees in the sector are female. This is also similar to results recorded in the 
2001 Salary Survey (NICVA). 
 
Table 3.3: Gender by income of organisation 

 M
a
le

 
fu

ll
-t

im
e
 %

 

F
e
m

a
le

 
fu

ll
-t

im
e
 

%
 

M
a
le

 
p

a
rt

-t
im

e
 

%
 

F
e
m

a
le

 
p

a
rt

-t
im

e
 

%
 

T
o

ta
l 

e
m

p
lo

y
e
e
s 

%
 

<£10,000 - 0.7 1.6 0.7      20 0.6 
£10,001-£100,000 6.8 5.3 13.2 9.1    248 7.4 
£100,001-£250,000 16.0 12.1 28.0 14.7    489 14.6 
£250,001-£500,000 16.4 13.2 10.6 11.3    432 12.9 
£500,001-£1 million 9.8 13.5 11.6 17.9    478 14.4 
>£1 million 51.0 55.2 35.0 46.3 1,674 50.1 
Total 100 100 100 100 - 100 
Count 614 1,334 189 1,204 3,341 - 
Base: 3,341 employees (310 missing) 
 
Table 3.3 indicates that generally there is a higher number of female employees in 
the sector especially among part-time staff. Historically this has been the position in 
the sector. Research by NICVA in 2002 established that women made up 77.7% of 
the part-time workforce in the sector.9 This survey found that 86.4% of part-time 
staff are female, with the percentage of female part-time employees increasing 
particularly in organisations with an income of more than £100,000. With regard to 
full-time staff, women make up 68.4% of employees. This is similar to 2002 when 
females made up 69% of full-time employees in the survey. One notable point is that 
64.5% of the total workforce works in organisations with an income of more than 
£500,001. Over 50% of full-time male employees and over 55% of full-time female 
employees work in these organisations.  
 
The above statistics also support the projected change in the number of full-time 
workers in Northern Ireland between 2004 and 2014 according to the Department for 

                                                 
9 NICVA, What glass ceiling? Women in the voluntary and community sector, NICVA, 2002. 
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Employment and Learning.10 The Labour Market Bulletin 19 predicted that the 
number of full-time male employees in Northern Ireland will decrease by 10,000 
between 2004 and 2014 while the number of female full-time employees will rise by 
12,000 over the same period. Generally the number of part-time employees has 
remained the same in the past five years.  
 
The research also examined the different job levels that exist within organisations 
and the gender of the individuals who fill these posts.  
 
Table 3.4: Jobs levels by gender 
 Males % Females %  Total % 

Chief executive   44 62.9   26 37.1   70 2.1 
Director   35 39.0   55 61.0   90 2.7 
Senior function head   81 41.5 114 58.5  195 5.7 
Functional manager 102 33.1 206 66.9  308 9.1 
Specialist/professional  227 32.7 467 67.3  694 20.4 
Clerical supervisor/training   58 15.8 309 84.2  367 10.8 
Admin officers/care officers 189 15.0  1,067 85.0 1,256 37.1 
PA/secretary    3 3.6   81 96.4  84 2.5 
Junior/trainee staff  75 23.1 250 76.9  325 9.6 
Total 814 24.0 2,575 76.0 3,389 100 
Base: 3,389 employees (262 missing) 
 
As is shown in Table 3.4, 76% of the paid workforce is female. This statistic also 
supports the findings in State of the Sector IV which found that seven out of every 
ten employees in the sector are female.  
 
Looking at the different job levels by gender paints a very interesting picture and one 
that is very similar to the results of the 2001 Salary Survey. As before, almost two 
out of every three chief executives in the Northern Ireland voluntary and community 
sector are males. As was the case in 2001 the sector is numerically dominated by 
females but very few are in the top jobs. This finding is substantiated by the 
Department for Employment and Learning’s Women in Northern Ireland report which 
stated that only 8% of women are managers and/or senior officials compared with 
13% of males.11 The only difference between the two surveys is that in 2001 only 
41% of deputy directors were female and currently this figure stands at 61%12. 
 
This research also found that 66% of females employed by responding organisations 
work in a clerical/administrative, secretarial and junior or trainee capacity. The 
Women in Northern Ireland report also supports this statistic. It found that 76% of 
those employed in administrative and secretarial occupations in Northern Ireland 
were women. Both reports found that males tend to work in higher paid employment 
than females. 
 
3.3 Employees in the sector 
 
This part of the research is concerned with the number of employees according to 
the income in each organisation and the nature of the full-time and part-time 
employees. 
                                                 
10 Department of Employment and Learning www.delni.gov.uk  
11 Labour Market Bulletin 18: Women in the Northern Ireland Labour Market, Department for 
Employment and Learning, November 2004. 
12 Deputy director job title in 2001 corresponds to the director job title in 2005. 
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Table 3.5: Number of paid employees by income of organisations 
 Count % 
<£10,000 20 0.5 
£10,001-£100,000 248 7.3 
£100,001-£250,000 489 14.4 
£250,001-£500,000 432 12.7 
£500,001-£1 million 478 14.1 
>£1 million  1,735 51.0 
Total 3,402 100 
Base: 3,402 employees (249 missing) 
 
From Table 3.5 it is evident that most of the sector’s workforce is employed by 
organisations with an income of more than £1 million. This is to be expected as the 
largest proportion of income is generated by these organisations and obviously they 
have the resources to support large numbers of staff.  
 
Table 3.6: Full-time and part-time employees by income of organisation 
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<£10,000  9 44.4 11 55.6 20 0.6 
£10,001-£100,000 113 45.0 135 55.0 248 7.3 
£100,001-£250,000 259 53.0 230 47.0 489 14.3 
£250,001-£500,000 277 64.1 155 35.9 432 12.7 
£500,001-£1 million 240 50.2 238 49.8 478 14.1 
>£1 million  1,111 64.0 624 36.0 1,735 51.0 
Total 2,009 59.1 1,393 40.9 3,402 100 
Base: 3,402 employees (249 missing) 
 
Table 3.6 analyses the number of full-time and part-time employees by the annual 
income of the organisations. It establishes that organisations with an income of more 
than £100,000 are more likely to have a higher proportion of full-time employees 
compared to part-time employees. In the case of smaller income organisations they 
are usually more dependent on part-time employees, particularly females as many 
do not have the revenue to sustain full-time staff. 
 
3.4 Contracts  
 
The length of contracts individuals who work in the voluntary and community sector 
can expect to receive is a much debated and controversial issue. The received 
wisdom is that the majority of contracts are short-term in nature (two to three years 
maximum), and this often has detrimental effects on the organisation’s ability to 
deliver services in a sustainable manner. However the findings in Table 3.7 present a 
clear picture of what is the agreed norm in the sector.  
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Table 3.7: Length of contract  
 Count % 
0-1 Years 349 11.5 
1-2 Years 194 6.4 
2-3 Years 206 6.8 
4-5 Years 26 0.9 
10  Years 22 0.7 
Permanent 2,232 73.7 
Total  3,029 100 
Base: 3,209 employees (622 missing) 
 
Overall 83% of organisations surveyed have contracts of employment for all staff. Of 
these organisations 73.7% have defined these contracts as being permanent in 
nature. This is an increase of more than 2.2% over the past five years. Short-term 
contracts however are still a significant factor in the sector and they often lead to 
staff insecurities with 11.5% of employees in responding organisations having a 
contract of a year or less.  
 
3.5 Recruitment  
 
The following analysis provides information on the wide range of issues organisations 
are having with regard to the recruitment and retention of staff. The information 
gathered does not distinguish between different levels within the organisation. 
 
Over one quarter of organisations have difficulties with recruitment. Previous 
research has found that organisations in the sector that have experienced difficulties 
recruiting new staff found job roles at professional/technical officer level and 
supervisor/care staff the most problematic to fill. Although this research did not look 
at recruitment in this detail it does establish the percentage of organisations which 
find it difficult to recruit staff generally.  
 
Table 3.8: Recruitment difficulties  
 Count % 
Yes 64 26.6 
No 115 48.5 
Did not recruit 59 24.9 
Total 238 100 
Base: 238 organisations      
                                                 
A pattern has emerged in relation to the income of organisations and the level at 
which they have recruitment difficulties. Only 12.5% of organisations with an income 
of less than £10,000 have difficulties with recruitment. In comparison 43% of 
organisations with an income of between £500,001 and £1 million and 55% of 
organisations with an income of more than £1 million recorded that they have 
difficulties with recruitment. This research therefore establishes that the higher the 
annual income of an organisation, the more likely that it will have recruitment 
difficulties. A similar pattern in terms of recruitment difficulties was found in the 
Sector Skills13 report produced by NICVA in 2004. Sector Skills found that 22.7% of 
organisations that had an income of between £1,000 and £100,000 had difficulties in 
terms of recruiting new staff; in comparison over 66% of organisations with an 
income of between £1 million and £10 million have the difficulty. 

                                                 
13 Sector Skills – A skills foresight research report on the paid workforce of the voluntary and 
community sector in Northern Ireland, NICVA, April 2004. 
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Organisations which had experienced difficulties in the past were asked the reasons 
why they felt they had encountered them.  
 
Figure 3.1: Problems with recruitment 

Base: 64 organisations (174 missing). Figures do not add to 100% as this was a multiple response 
question. 
 
Figure 3.1 shows that the main difficulty with recruitment is the lack of specialist 
skills of prospective candidates with 53.1% of organisations listing this factor. This is 
supported by the Sector Skills report which found that almost half of organisations 
with hard to fill jobs cited the poor quality of candidates as a major reason for 
recruitment difficulties. In addition 43.8% of organisations which took part in this 
research found that salary levels within the sector contributed to recruitment 
difficulties. Nearly 30% of organisations which took part in the Sector Skills research 
found this to be one of their main recruitment problems also.  
 
These issues are not peculiar to Northern Ireland as a study by Remuneration 
Economics in association with NCVO found that half of all voluntary organisations in 
the UK are facing problems recruiting the right staff. Low salary levels and a 
shortage of skilled staff were among the reasons cited for recruitment difficulties. But 
competition appears to be fiercest for staff at the lowest levels of responsibility.14 
The 16th Annual Voluntary Sector Salary Survey found that 60.6% of organisations 
said that they experienced problems with staff recruitment in 2004, ie almost no 
change on the previous year (59.5%).15 However, only 46.6% reported retention 
problems as compared with 54.7% the previous year. 

As well as listing which of the above issues has had an impact on recruitment, 
organisations were asked to articulate any other factors which they felt influenced 
their recruitment campaigns. Nearly 8% of organisations mentioned other factors 
they felt had impacted on their recruitment and perhaps unsurprisingly the issue of 
funding, or the lack of it, was the most prominent.  

 

 

 

                                                 
14 Low salaries make it hard to recruit, NCVO, http://www.ncvo-
vol.org.uk/vsmagazine/news/?id=1738  
15 NCVO, 2004. 

53.1

43.8

29.7

29.7

23.4

21.9

18.8

0 10 20 30 40 50 60

Competition

Location of organisation

Perception of the sector

Other

Benefits package

Salary level

Lack of specialist skills



N I C V A  S a l a r y  S u r v e y  2 0 0 6  

NICVA: July 2006   18 

 
 
 
 
 
 

 
Other factors cited by organisations related to recruitment difficulties included: 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
3.6 Retaining staff 
 
The 16th Annual Voluntary Sector Salary Survey found that there is a reduction in the 
rate of staff turnover and the proportion of organisations reporting problems with 
staff retention in the UK.16 Labour turnover fell from 13.5% in 2003 to 10.5% in 
2004. Also in 2003, 54.7% of participating organisations reported problems with 
retaining staff, compared to 46.6% in the current survey. Smaller charities generally 
have higher resignation rates (hovering at the 10% mark compared to a rate for the 
whole survey of 7.3%). Table 3.9 below looks at the results on staff retention found 
in this research.  
 
Table 3.9: Difficulties with retaining staff over the past 12 months  
 Count % 
Yes 57 23.9 
No 181 76.1 
Total 238 100 
Base: 238 organisations 
 
As Table 3.9 highlights, nearly a quarter of responding organisations have difficulty 
retaining staff. Figure 3.2 examines reasons why organisations have problems 
retaining staff.  
 
 
 
 
 

                                                 
16 New salary survey shows voluntary sector organisations more confident of recruiting and 
retaining staff, NCVO Press Release http://www.ncvo-vol.org.uk/press/releases.asp?id=977  

“Lack of availability of female workers in the area.” 
 

“Need to offer longer-term employment in order to recruit properly 
qualified and experienced staff.” 
 
“Getting staff vetted.” 

 
“As we are an agency, our employees are on casual contracts and 
cannot be guaranteed any set hours.” 

 
“Quality of childcare staff applying.” 

 
“Temporary contract did not attract wide field of candidates.” 

“Short-term contracts or no funding.” 
 
“Difficulties with funding body.” 
 
“Short-term funding for posts.” 
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Figure 3.2: Problems with retaining staff 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Base: 79 organisations (159 missing). Figures do not add to 100% as this was a multiple response 
question. 
 
As can be seen in Figure 3.2, 38.6% of respondents said a lack of career progression 
within their organisations was one of the main reasons why they were having 
difficulty retaining staff. A further 33.3% stated that the salary levels within their 
organisations were not enough to encourage staff to stay long term.  
 
Respondents did not feel that a lack of internal recognition or competition from other 
organisations greatly affected their retention of staff, but 26.3% stated that funding 
was the main reason why they had staff retention problems. Most indicated that all 
their funding was short term which meant that there was no job security for staff. In 
addition funding often took a lot of time to process so that existing funding ends 
before new funding is secured and staff are made redundant in the process.  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 

“Funding, one round finishing before another starts.” 
 
Several other factors were mentioned: 
 
“Change of direction towards sector work.” 
 
“Sickness and maternity leave.” 
 
“Work life balance.” 
 
“Lack of job security.” 
 
“Project funding - staff leaving six months before contract ends.” 
 
“Moved for full-time hours.” 
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 3.7 Leavers 
 
Organisations were asked to comment on the number of staff who have left their 
organisations in the past 12 months.  
 
Figure 3.3: Number of employees leaving over the past 12 months 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Base: 238 organisations 
 
As can be seen in Figure 3.3, 48.3% of organisations did not lose any staff within the 
past 12 months. This was especially the case in organisations with low incomes that 
had few staff. Among larger organisations the number of employees who left in the 
last year also increased eg 24% of organisations with an income of £500,000-£1 
million and 35% of organisations with an income of more than £1 million had over 
five staff leave within this time period. Organisations with an income of £250,000 
have had no more than three employees leave in the past year.  
 
Organisations were asked to specify if any of their employees had moved to the 
private or public sector within the past 12 months. Overall 16.3% stated that 
employees had left for the private sector and 23% stated that they had moved to the 
public sector.  
 
Examining the profile of employees moving from the voluntary and community sector 
to the public sector, 46.1% of respondents stated that they had lost up to 20% of 
their employees in the past year to the public sector.  
 
The situation with the private sector differs slightly. Over one third of organisations 
said up to 20% of employees who had left in the last 12 months had moved to the 
private sector. In addition more than 30% of organisations stated that 50% of their 
staff had left to begin new posts in the private sector, which is 18.1% more than 
organisations reporting the same loss of staff to the public sector.17 
 
Generally the pattern that has emerged from this research is that more employees 
are leaving the voluntary and community sector for the private sector rather than the 
public sector. This is of course a very cursory examination of the path individuals 

                                                 
17 Table 1, Appendix 1. 
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take when they move on from the voluntary and community sector and it is hoped 
future research will investigate this further.  
 
3.8 Future employee change 
 
In addition to asking about staff who have moved, the survey asked organisations to 
comment on the possible movement of staff over the next 12 months.  
 
Figure 3.4: Fluctuations of staff over the next 12 months 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Base: 233 organisations (5 missing) 
 
Nearly two thirds of organisations felt that their employee numbers would remain the 
same over the next 12 months. This is especially the case in organisations with an 
income of less than £10,000. None of the respondents from these organisations 
expect the size or the income of their organisation to increase in the next 12 months 
indicating that they would be unable to increase the number of employees. In 
addition organisations with an income of more than £1 million felt that their staff 
numbers were likely to increase. No organisations with an income of £1 million 
believed they would lose staff over the next year. However, 17% of organisations 
with an income of £10,001-£100,000 and 22% of organisations with an income of 
£100,001-£250,000 felt that they were likely to see a decrease in their staff 
numbers. 
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4.  Pay and conditions  
 
This research has found that a significant number of organisations believed that the 
benefits package they offer is not enough to induce staff to stay and contributes to 
poor staff retention. Overall 14% of organisations felt that the benefits offered have 
a negative impact on recruitment. Table 4.1 takes a more in-depth look at the 
benefits organisations offer staff over and above the legal requirements. 
 
Table 4.1: Benefits  

 
 

Base: 238 organisations. Figures do not add to 100% as this was a multiple response question. 
 
A total of 3.8% of organisations stated that they provide their employees with other 
benefits that were not included in the list above. These include: 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Table 4.2 below looks in more detail at a number of popular benefits and payments 
that organisations offer employees by income strata. 
 
 
 
 
 
 

Benefits provided %  
Time off in lieu 80.7 
Annual leave (over and above what is required by law) 66.4 
Sick pay and leave 59.8 
Special compassionate leave 55.5 
Flexible working hours 54.2 
Maternity pay and leave  47.3 
Parental and adoption leave 29.0 
Redundancy package 22.7 
Overtime payment 11.3 
Company car 5.5 
On site crèche 4.6 
Other family friendly benefits 3.8 
Contributions to childcare costs 2.9 
Medical insurance 2.9 
Anti-social hours (one off payment) 2.9 
Anti-social hours (annual payment) 0.4 

“Occupational health” 
 
“On-site after schools club” 
 
“Pension contribution” 
 
“Working from home” 
 
“Sight tests” 
 
“Childcare vouchers” 
 
“Job sharing” 
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Table 4.2: Benefits by income of organisation (above the rate required by 
law) 
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<£10,000 14.3 42.9 57.1 14.3 
£10,001-£100,000 44.6 47.0 34.9 10.8 
£100,001-£250,000 60.6 80.3 60.6 18.2 
£250,001-£500,000 71.1 76.3 68.4 21.1 
£500,001-£1 million 90.5 85.7 66.7 28.6 
>£1 million 85.0 75.0 85.0 35.0 
Total 59.8 66.4 55.5 22.7 
Base: 238 organisations. Figures do not add to 100% as this was a multiple response question. 
 
The pattern emerging from the research is that the larger the organisation, the more 
enhanced terms, conditions and benefits they provide. This is particularly the case 
with the provision of special leave eg over 80% of organisations with an income of 
more than £500,000 provide sick pay and leave, an increase of 39% since 2001. 
 
For the purpose of this research special leave encompasses leave for special health 
purposes, leave for trade unions, public duties and jury service. Compassionate leave 
is granted when an employee is affected by a death occurring in their family. Overall 
55.2% of organisations provide this leave for their staff which is actually 9.3% less 
than in 2001. At least 60% of organisations with an income of more than £100,000 
provide compassionate and special leave for their staff.  
 
One other benefit that was assessed was redundancy entitlement. In 2001, 29% of 
organisations had a formal redundancy policy whereas in 2005 this figure has fallen 
to only 22.7% of organisations.  
 
4.1 Additional benefits 
 
In addition to the benefits mentioned in Table 4.2, more and more organisations are 
increasing the number and range of benefits they offer their employees. This 
research found that over 80% of all respondents operate a time off in lieu (TOIL) 
policy. More organisations provide this benefit than any other for their staff. Over 
40% of organisations with an income of £1,000-£10,000 provide TOIL and this 
percentage increases as the income size of the organisation rises. 
 
Only 11% of responding organisations provide their staff with overtime. Somewhat 
surprisingly, 28.6% of organisations with an income of less than £10,000 claim to 
pay their staff for overtime.18  
 
Some organisations require their staff to work anti-social hours. Overall 3.3% of 
organisations claim that they pay either a one off payment or an annual payment to 
staff who have to work anti-social hours.19  

                                                 
18 Table 2, Appendix 1. 
19 Table 2, Appendix 1. 
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It was felt important to establish if organisations in the voluntary and community 
sector offer benefits such as private medical insurance and company cars. Only 5.5% 
of organisations stated that they provide a company car for staff. Only 2.9% of 
responding organisations provide medical insurance for their employees and most of 
those organisations have an income of more than £500,000.  
 
4.2 Family friendly benefits 

Family friendly benefits have recently been widely discussed in the media and are 
becoming a key area of policy development for the government. The modern parent 
has to balance family life with working life, which can be difficult if they do not 
receive proper maternity/paternity benefits and leave or have the opportunity to 
work flexible hours when necessary. As 69% of full-time staff and 86.4% of part-
time staff in organisations who took part in this research are female, this is a topic 
which is becoming increasingly important in the voluntary and community sector. 

Table 4.3: Family friendly benefits (above the rate required by law) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Base: 238 organisations. Figures do not add to 100% as this was a multiple response question. 
 
Table 4.3 illustrates that maternity pay and leave are the most popular family 
friendly benefit that organisations provide to female employees. Maternity pay and 
leave in organisations with an income of less than £100,000 have nearly doubled 
between 2001 and 2005. One reason for this may be the changes in legislation since 
the previous NICVA Salary Survey. For example, The Statutory Maternity Pay 
(General) (Amendment No 2) Regulations (Northern Ireland) 2005 and The Statutory 
Maternity Pay (General) (Amendment No 2) Regulations (Northern Ireland) 2005 
have been introduced in Northern Ireland. This legislation gives better maternity 
conditions and ensures that women who are on maternity leave get their pay 
increase entitlements. From the figures above, it is clearly having an impact amongst 
voluntary and community organisations.  
 
The number of organisations which provide paternity and adoption leave has also 
increased in this time period. For example, in 2001 26% of organisations provided 
paternity leave and this has increased to 29% in 2005. The biggest change in the 
provision of this benefit is in organisations with an income of more than £500,000 
where previously 41% provided this benefit compared to 49% now. 
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<£10,000 - - 14.3 - 57.1 
£10,001-£100,000 3.6 1.2 30.1 12.0 43.4 
£100,001-£250,000 - 7.6 54.5 37.9 57.6 
£250,001-£500,000 5.3 7.9 60.5 36.8 60.5 
£500,001-£1 million - 4.8 61.9 42.9 52.4 
>£1 million  10.0 5.0 65.0 55.0 80.0 
Total 2.9 4.6 47.3 29.0 54.2 
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Few organisations contribute financially to childcare costs. Only 3.6% of those with 
an income of £10,001-£100,000 and 10% of organisations with an income of more 
than £1 million do so. In addition not more than 8% of organisations with an income 
of more than £10,000 have on site crèches. This question was not included in the 
2001 Salary Survey. [Did you check to see if the ones with on-site crèches are pre-
school projects anyway ie they allow staff to put their children in the crèches in 
which they work?] 
 
This research found that 54% of organisations permit their staff to work flexible 
hours. This is a great benefit to parents who have to fit their working day around 
childcare and school holidays. Again this benefit was not assessed in the 2001 Salary 
Survey. 
 
4.3 Home-based staff 
 
Nearly 17% of organisations said they permit staff to work from home. The pattern 
that has emerged in this research is that the higher an organisation’s income the 
more likely the organisation will be to allow staff to work from home. For example, 
15.4% of organisations with an income of between £10,001 and £100,000 have a 
policy which permits staff to work from home this increases to 40% in organisations 
with an income of more than £1 million. 
 
Organisations which permit home working were asked if they provide their staff with 
any financial contribution to heating and/or equipment. The most common financial 
contribution for employees working from home is a telephone allowance which is 
offered by 6.6% of organisations. This is especially the case in organisations with an 
income of more than £500,000.20 Nearly 5% of organisations which have home-
based employees give them a financial allowance for a fax machine and ISP charges; 
only 1.3% provides a heating allowance and less than 1% offer a housing allowance.  
 
4.4 Pension schemes 
 
Issues concerning pensions and the retirement age have dominated discussions in 
government and the media in recent months. In an ageing society it is vital that 
older people receive a fair and adequate retirement income.21 The Independent 
Pension Commission has made a number of recommendations and the government is 
currently preparing a White Paper. There is almost universal acceptance that the 
present combination of the state pension and the voluntary system of private 
pension saving is not fit for purpose and will result in pension provision which is 
increasingly inadequate and unequal.22 As with the public and private sectors the 
issue of pensions is of concern in the voluntary and community sector. 
 
Previous research established that 52% of organisations in the voluntary and 
community sector operated a contributory pension scheme. It was felt important to 
examine the nature of pensions being offered to staff in more detail. Overall this 
research found that 43% of organisations offer staff an occupational pension scheme 
of which 98% are contributory in nature. Organisations which do provide a 
contributory pension were asked to provide details of the type of pension they offer 
staff. Where specified, the most common type of pension was the final salary 
(defined benefit) scheme which was offered by 28% of organisations which provide 

                                                 
20 Table 3, Appendix 1. 
21 The Department of Work and Pensions, National Pension Debate, http://www.dwp.gov.uk/debate/   
22 Implementing an integrated package of pension reforms: The Final Report of the Pensions 
Commission, April 2006. 
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contributory pension schemes. Final salary pension schemes are also known as 
defined benefit or salary related scheme. Members contribute to the scheme with the 
promise of a certain level of pension; however it is dependent on factors such as 
length of time served in the scheme etc. Other types of pensions such as the money 
purchase scheme are not as popular in the voluntary and community sector as the 
final salary scheme with only 8% of organisations stating the provision of this 
scheme. The money purchase scheme is sometimes referred to as defined 
contribution schemes were money is invested and builds up for each scheme 
member a ‘pot of money’. Again this scheme is dependent on a number of factors 
such the amount of money paid into the scheme and how well the investment funds 
perform.23 
 
Organisations using a final salary pension were asked if they were considering the 
viability of the scheme for new employees. Only 4.5% of organisations stated that 
they would consider this.24 
 
Organisations that use a final salary pension scheme were also asked if they would 
consider contributing to their employees’ own personal pensions as an alternative to 
the organisation’s occupational pension scheme. Only 20% of organisations were 
willing to do so. 
 
One area of particular focus in this research was the changing of pension schemes 
offered to new employees and when this has taken place. Only 4.5% of responding 
organisations have offered a new pension scheme to new employees. Of these, most 
changed their pension scheme for new employees over the past three years. 
 
4.5 Salary increases 
 
Subject to satisfactory service, pay increments are normally awarded annually until 
an individual meets the maximum point on their pay scale. This research established 
that the average pay increase in responding organisations in the past 12 months is 
3.14%. Table 4.4 examines the increases organisations have awarded employees 
over the past 12 months.  
 
Table 4.4: Salary increases 
 Count % 
0-2% 2 1.3 
2-4% 156 88.5 
4-6% 13 7.3 
6-8% 4 2.3 
8-10% 1 0.6 
Total 176 100 
Base: 176 organisations (62 missing) 
 
Over 88% of the organisations which took part in this research awarded their 
employees an annual salary increase of between 2% and 4%. Another 10.2% of 
organisations have increased the salary of their staff by between 4% and 10%.  
 
In addition to asking organisations the percentage increases they awarded their staff 
in the last 12 months, the research focused on the future increases staff are likely to 
                                                 
23 Occupational Pension Schemes, The Pension Advisory Service (TPAS) 
http://www.opas.org.uk/Occupational_Pensions/ 
 
24 Table 5, Appendix 1. 
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receive.  
 
Table 4.5: Future salary increases 
 Count % 
0-2% 4 2.3 
2-4% 158 90.8 
4-6% 12 6.9 
Total 174 100 
Base: 174 organisations (64 missing) 
 
This research found that on average organisations expected to increase staff salaries 
by 2.98%. As Table 4.5 illustrates, the majority of organisations stated that they 
would contribute no more than 2% to 4%.  
 
4.6 Salary scales 
 
The number of organisations that have specific pay scales has increased dramatically 
since 2001. The 2001 Salary Survey found that 49% of organisations had links with 
specific pay scales whereas in 2005 this figure has increased to just over 67%. A 
reason why this may have occurred is that as organisations in the sector have 
become more established in terms of finances and employee numbers they have to 
develop better human resources practices. Table 4.6 below examines the different 
types of pay scales organisations have linked their salaries to. 
 
Table 4.6: Pay scales 
 Count % 
NJC 113 75.3 
JNC 14 9.3 
Northern Ireland Civil Service 6 4.1 
Other 17 11.3 
Total 150 100 
Base: 150 organisations (88 missing) 

 
In the absence of a voluntary and community sector pay scale, organisations seek 
comparisons with scales from other sectors to provide a benchmark for their own 
salaries. There has been a significant change in the number of organisations which 
use the NJC pay scale. Over 75% of responding organisations use it for their staff 
compared to only 27% in 2001. The number of organisations using the Civil Service 
pay scale has also increased by 2.3% over the same period.  
 
4.7 Performance related pay 
 
Performance related pay is used by some organisations to reward employees on an 
individual and/or team basis. It is used in both the public sector and parts of the 
private sector, where it is perceived to be a way of giving an incentive to those at the 
top of their pay band or as a means of progressing through the pay system.25 
 
Overall 5.8% of responding organisations have initiated a performance related pay 
scheme. As would be expected, performance related pay is more likely to be found in 
large organisations in the sector. No organisations with an income of less than 
£10,000 have a performance related pay element in their salary system. 
Organisations with an income of more than £250,000 are more likely to have 

                                                 
25 Equal Pay Briefing: Performance Related Pay, Equality Commission NI. 
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performance related pay and, if not, are more likely to consider introducing it.26 
Organisations were asked how their performance related pay was determined. Of 
those that responded to this question, half use a document appraisal/review process 
to determine the pay individuals receive. The other half use a merit award system 
whereby pay awards are determined by senior management.27 
 
4.8 Unions 
 
This research examined union representation in the sector by asking organisations if 
they enable their employees to be represented by union(s). Well over half (55.5%) 
of responding organisations stated that they do enable union representation. They 
were asked which union their employees were represented by. Table 4.7 shows the 
results. 
 
Table 4.7: Union representation 
 Count % 
UNISON 30 40.0 
NIPSA 22 29.3 
Other 17 22.7 
MSF 6 8.0 
Total 75 100 
Base: 75 organisations (41 missing) 
 
As Table 4.7 highlights, UNISON is the biggest union in the sector with 40% of 
organisations stating that this union represents the interests of their employees. 
NIPSA represents employees in over 29% of responding organisations and 22.7% of 
organisations indicated that they have employees represented by a union other than 
the three listed in the questionnaire, such as the National Union of Journalists (NUJ).  
 
4.9 Remuneration levels 
 
The remuneration levels of employees in the sector are one of the main areas which 
this research has focused on. Table 4.8 below examines the pay of employees broken 
down by job level and gender.  
 
Table 4.8: Average male and female remuneration levels 
Job Level Male 

 
Female Female 

as % of 
male  

Number 
of posts 

Overall 
mean 

Chief executive £36,843 £34,696 94.2 71 £36,297 
Director £34,239 £33,103 96.7 91 £33,682 
Senior function head £25,964 £26,139 100.6 220 £26,060 
Functional manager £23,178 £21,900 94.5 349 £22,526 
Specialist/professional  £19,472 £19,512 100.2 733 £19,638 
Clerical supervisor/training  £16,788 £15,489 92.3 433 £16,357 
Administrative/care officers  £14,553 £13,445 92.4 1,290 £13,643 
PA/secretary £16,137 £15,746 97.6 110 £15,756 
Junior/trainee staff £11,311 £10,486 92.7 353 £10,882 
Total £21,129 £17,809 84.2 3,650 £18,969 
Base: 3,650 employees (1 missing)  

                                                 
26 See Table 6, Appendix 1. 
27 See Table 7, Appendix 1. 
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As is clearly shown in Table 4.8 the pay differential between males and females is 
quite pronounced in the voluntary and community sector. For example female chief 
executives receive only 94.2% of the salary their male counterpart’s receive. Overall 
the pay differential between males and females is quite pronounced with females 
receiving on average only 84.2% of their male counterpart’s salaries.  
 
Looking at overall earnings in Northern Ireland, figures from the 2005 Annual Survey 
of Hours and Earnings28 present a relatively similar situation to that which can be 
seen from the results presented in this report. The average annual income in 
Northern Ireland is £19,943 with males on average earning £25,316 per annum. 
Females on the other hand only receive 82.7% of their male counterpart’s salaries, 
compared with 84.2% in the voluntary and community sector. Looking at the salaries 
in different sectors the situation is slightly different. For instance, the average salary 
in the private and public sectors are £21,272 and £26,490 respectively. According to 
the 2005 Annual Survey of Hours and Earnings females in the private and public 
sector receive 75.6% and 79.7% of the salary their male counterparts receive 
respectively.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

                                                 
28Annual Survey of Hours and Earnings (ASHE): http://www.detini.gov.uk/cgi-
bin/get_builder_page?page=2093&site=4&parent=60&prevpage=2489 
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5. Job level analysis 
 
The data presented below is a detailed analysis of job roles and salaries based on the 
job roles presented in Section 1.7 of this report. As explained in Section 1.6, salaries 
are expressed as Lower quartile (LQ), median (M) and upper quartile (UQ). 
 
Salary analysis by income of organisations (£) 
 
Level 1. Chief executive 
Income LQ M UQ Nos 
Less than £100,000  22,945 24,000 25,750 7 
£100,001-£250,000 22,500 27,000 28,750 13 
£250,001-£500,000   31,557 33,500 36,200 21 
£500,000 or greater   32,584 40,655 53,272 30 
All incomes 2005   27,000 33,500 43,923 71 
2001 salaries (in real terms)  25,660 31,811 37,460  
% change from 2000-2005 +5.2% +5.1% +17.3%  
 
Level 2. Director 
Income LQ M UQ Nos 
Less than £100,000  24,500 25,000 29,517 11 
£100,001-£250,000 26,429 30,374 35,440 23 
£250,001-£500,000   25,750 29,000 36,402 16 
£500,000 or greater   29,829 37,344 43,672 41 
All incomes 2005   27,998 33,984 39,316 91 
2001 salaries (in real terms)  20,817 26,452 29,159  
% change from 2000-2005 +34.5% +28.5% +34.8%  
 

As the two tables above highlight the lower quartile and median quartile of directors’ 
salaries in organisations with an income of £250,000 or less are higher than that of chief 
executives in the same income brackets. One possible explanation for this is that small 
income organisations do not have the need or the income to support directors. The chief 
executive in these organisations does not require the support of directors, especially as 
there are usually only a small number of employees.  

One other explanation for these results is that in some organisations directors are 
considered to be the most senior position in the organisations and therefore are 
remunerated accordingly.  

Level 3. Senior function head/head of function 
Income LQ M UQ Nos 
Less than £100,000  19,500 21,000 23,750 21 
£100,001-£250,000 20,000 21,710 24,656 37 
£250,001-£500,000   20,970 24,000 29,065 48 
£500,000 or greater   26,582 29,007 33,126 114 
All incomes 2005   21,420 25,500 29,870 220 
2001 salaries (in real terms)  No previous evaluations have been carried out in

this area and a comparison cannot be made with
the 2001 Salary Survey. 
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Level 4. Function manager 
Income LQ M UQ Nos 
Less than £100,000  16,425 22,625 24,178 26 
£100,001-£250,000 18,000 22,000 24,416 63 
£250,001-£500,000   18,000 25,575 26,735 57 
£500,000 or greater   20,599 24,000 27,411 202 
All incomes 2005   19,259 23,267 26,435 348 
2001 salaries (in real terms)  18,363 23,267 24,816  
% change from 2000-2005 +4.9% +10.8% +6.5  
 
Level 5. Specialist/professional/technical staff 
Income LQ M UQ Nos 
Less than £100,000  15,978 18,450 20,903 80 
£100,001-£250,000 16,348 19,214 22,000 125 
£250,001-£500,000   17,343  19,569 21,827 132 
£500,000 or greater   17,877 20,259 22,922 396 
All incomes 2005   17,469 19,678 22,324 733 
2001 salaries (in real terms)  16,193 18,079 19,828  
% change from 2000-2005 +7.9% +8.8% +12.6%  
 
Level 6. Clerical supervisor/training or care staff 
Income LQ M UQ Nos 
Less than £100,000  13,509 16,000 18,576 25 
£100,001-£250,000 11,252 12,850 14,900 58 
£250,001-£500,000   11,500 14,664 17,375 51 
£500,000 or greater   13,221 16,628 19,700 299 
All incomes 2005   12,642 16,000 19,645 433 
2001 salaries (in real terms)  12,730 14,770 17,496  
% change from 2000-2005 -0.7% +8.3% +12.3%  
 
Level 7. Administrative officers/care officers 
Income LQ M UQ Nos 
Less than £100,000  9,666 13,000 15,000 79 
£100,001-£250,000 11,518 14,664 16,000 138 
£250,001-£500,000   9,768 13,000 15,023 93 
£500,000 or greater   11,183 13,483 15,593 980 
All incomes 2005   11,001 13,458 15,510 1,290 
2001 salaries (in real terms)  9,331 10,063 11,155  
% change from 2000-2005 +17.9% +33.7% +39.0%  
 
Level 8. Personal Assistant/Secretary 
Income LQ M UQ Nos 
Less than £100,000  --- 12,000 --- 7 
£100,001-£250,000 --- 20,000 --- 8 
£250,001-£500,000   10,900 13,160 14,264 12 
£500,000 or greater   14,320 15,675 18,113 82 
All incomes 2005   13,989 15,675 17,877 109 
2001 salaries (in real terms)  11,582 12,830 14,580  
% change from 2000-2005 +20.8% +22.2% +22.6%  
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Level 9. Junior/trainee staff 
Income LQ M UQ Nos 
Less than £100,000  --- 15,000 --- 14 
£100,001-£250,000 --- 11,500 --- 30 
£250,001-£500,000   8,175 11,454 12,400 14 
£500,000 or greater   9,192 10,872 11,649 295 
All incomes 2005   9,192 11,036 11,685 353 
2001 salaries (in real terms)  No previous evaluations have been carried out in

this area and a comparison cannot be made with
the 2001 Salary Survey. 
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6.  Discussion 
 
As NICVA notes in its contribution to the Management and Leadership Network’s 
Leading the Way report, the voluntary and community sector covers a broad range of 
interests and work. Some roles within voluntary and community organisations are no 
different to those found in other sectors.29 In addition to examining any changes or 
developments in salaries and benefits in the sector since 2001, this section will also 
look at recent research by PricewaterhouseCoopers (PwC) on salaries and benefits in 
the private sector and compare the findings. 
 
6.1 Salaries in the voluntary and community sector 
 
A lot of research has centred on the differences in salaries between genders. The 
2001 NICVA Salary Survey which examined this issue found that women generally 
were paid more than their male counterparts in the sector. An example of this can be 
seen when examining the average salary of male and female chief executives. In 
2001 female chief executives were on average paid £29,941, which was 5% more 
than male chief executives in the sector at the same time. This pattern was the same 
in every job level except one: male deputy directors were paid on average 7.5% 
more than their female counterparts. These findings do not generally reflect the 
norm for male and female salaries in the sector in Northern Ireland or in the UK as a 
whole.  
 
In 2005 the situation is clearly different. This research found that males are better 
paid than their female counterparts. Looking again at the salaries of chief executives 
this research found that males were on average paid nearly 6% more than females 
in the same position. The Observer newspaper reported in June 2006 that although 
women may be securing a greater number of executive jobs they are also suffering 
acute pay discrimination as they climb the career ladder.30 It also reported that the 
more senior a position the bigger the wage difference, as men get 27% more than 
female colleagues in the UK.  
 
Although the difference in salary reported by The Observer is more significant than 
the results found in this report it gives a clear indication that the issue of salary 
differentials between genders in the UK has yet to be resolved. This research found 
that across all job levels, males were paid more than females by an overall average 
of 15%. The current differential in terms of salaries in Northern Ireland is of concern 
to the Equality Commission for Northern Ireland which released a statement in 2003 
stating that despite 30 years of equal pay law, women in Northern Ireland are still 
earning on average 19% less per hour than men and a shocking 40% less if they 
work part time.31 Although this situation has improved over the past five years, the 
differences between the genders are still very evident.  
 
The issue of the inequality of salaries between males and females is not just a 
concern in Northern Ireland. Women in Wales are still lagging behind men in the pay 
league, according to the Equal Opportunities Commission. Figures revealed an 
average 12% pay gap between men and women in Wales. This is similar to the 
difference in salary between male and female chief executives in the voluntary and 
community sector in Northern Ireland. 

                                                 
29 Strategy for Developing Management and Leadership Capabilities in the Voluntary and 
Community Sector, NICVA, 2005, 
http://www.mln.org.uk/siteFiles/resources/word/CommunityAndVoluntary.doc  
30 Top women cheated by pay gap, The Observer, 4 June 2006. 
31 http://www.equalityni.org/whatsnew/archiveindiv.cfm?StoryID=275  
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Further research by NCVO has established that the salaries of British women are on 
average 18% lower than men for similar full-time jobs. For women in part-time 
work, it is an average of 39% less. This is very similar to the statistics that the 
Equality Commission released in 2003 for part-time workers in Northern Ireland. 
Furthermore in 2004 NCVO found that on average earnings for men were higher than 
for women, except at the administrative/care officer, PA/secretary, and 
junior/trainee staff levels. Although these results differ slightly from the Salary 
Survey 2006 research the general pattern in salaries remains the same.32 
 
Although research has shown that there is still a gap in pay between genders for 
similar posts, the situation is nevertheless improving in the UK. The Labour Market 
Bulletin 1933 reports that pay and conditions for women in Northern Ireland have 
been improving and that the wage gap between men and women has closed 
significantly over the past decade, with the female hourly rate now less than 15% 
below the male rate, down from almost 30% a decade ago. Although this research 
found that females are paid less than males the average difference in pay was lower 
than 20%. In the report Women in the Northern Ireland Labour Market34 it was found 
that at the hourly rates of pay of all employees, the average female rate (£9.01) was 
only 85.2% of the average male rate (£10.58).  
 
Salaries have increased in the voluntary and community sector, not only in Northern 
Ireland but in the UK generally. The annual pay and benefits survey35 said the 
median increase for charities and not-for-profit organisations was the same as it was 
the previous year with half of all pay deals in the sector being worth between 2.5% 
and 3%. These results are in contrast to figures produced by Remuneration 
Economics which showed an average growth of 5.3% for voluntary sector salaries in 
2005.36  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

                                                 
32 16th Annual Voluntary Sector Salary Survey, 2004, NCVO, http://www.ncvo-
vol.org.uk/research/index.asp?id=1135  
33 Labour Market Bulletin 19: Labour Market Dynamics in Northern Ireland, Department for 
Employment and Learning, December 2005. 
34 Labour Market Bulletin 18: Women in the Northern Ireland Labour Market, Department for 
Employment and Learning, November 2004. 
35 Third Sector Annual survey reveals 3 per cent salary increases, November, 2005 
http://www.thirdsector.co.uk/charity_news/full_news.cfm?ID=16979 
36 16th Annual Voluntary Sector Salary Survey, 2004, NCVO, http://www.ncvo-
vol.org.uk/research/index.asp?id=1135 
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6.2 Industry comparisons 
 
In order to compare the private sector with the voluntary and community sector, 
some licence must be allowed between the descriptions of the various levels of staff. 
 
Voluntary and community sector 
Job Levels Mean LQ M UQ 
 £ £ £ £ 
1. Chief executive 36,297 27,000 33,500 43,923 
2. Director 33,682 27,998 33,984 39,316 
3. Senior function head/head of function 26,060 21,420 25,500 29,870 
4. Function manager 22,526 19,259 23,267 26,435 
5. Specialist/professional/technical staff 19,638 17,469 19,678  22,324 
6. Clerical supervisor/training or care staff 16,357 12,642 16,000 19,645 
7. Administrative officers/care officers 13,643 11,001 13,458 15,510 
8. PA/secretary 15,756 13,989 15,675 17,877 
9. Junior/trainee staff 10,882 9,192 11,036 11,685 
Source: 2006 Salary Survey, NICVA 
 
Private sector 
Job Levels Mean LQ M UP 
 £ £ £ £ 
1. Managing director 73,425 50,000 60,000 80,000 
2. Director (finance, etc) 53,339 44,000 50,463 60,750 
3. Managers (personnel, etc) 29,635 25,000 29,500 33,000 
4. Brand manager 29,712 23,000 28,362 34,480 
5. Computer programmer (specialist) 27,057 21,137 25,021 27,750 
6. Office supervisor 17,246 14,750 17,000 18,700 
7. Senior office clerk  15,834 13,500 15,400 17,000 
8. PA/secretary 17,766 15,200 17,431 19,598 
9. Junior office clerk  12,720 11,000 12,000 13,688 
Source: Northern Ireland Salary Survey 2006, PricewaterhouseCoopers January 2006 
 
Differences between voluntary and community sector and private sector 
Job Levels Mean LQ M UP 
 % % % % 
Level 1 102.3 85.2 79.1 82.1 
Level 2 58.4 57.2 48.5 54.2 
Level 3 13.7 16.7 15.6 10.4 
Level 4 31.9 19.4 21.9 30.4 
Level 5 37.8 21.0 27.2 24.3 
Level 6 5.4 16.7 6.3 -4.8 
Level 7 16.1 22.7 14.4 9.6 
Level 8 12.8 8.6 11.2 9.6 
Level 9 16.9 19.6 8.7 17.1 
 
As the tables indicate above salaries in the private sector are substantially higher 
than in the voluntary and community sector. Generally staff at levels 4 to 9 in the 
private sector are paid between 5% and 35% more than those in the voluntary and 
community sector.  
 
However the biggest salary differences are among chief executives and directors. 
The mean salary of private sector chief executives, for example, is more than twice 
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as high as those in the voluntary and community sector, £73,425 compared with 
£36,297. Private sector directors also have much higher salaries, about 50% or more 
above those in the voluntary and community sector.  
 
6.3 Pensions 
 
As mentioned earlier in this report there are many challenges facing the pensions 
industry in the UK. Changes in legislation, an ageing population and a higher 
retirement age are just a few of the issues which are affecting future pension 
provision. As with the private sector these changes have had an impact on the 
voluntary and community sector. People working in all sectors can no longer rely on 
the state pension and more people are looking to their employers to establish a 
pension scheme.  
 
The number of pension schemes offered by organisations in the voluntary and 
community sector has increased in recent years. This research has established that 
43% of organisations provide a pension scheme for their employees although they 
range from contributory (final salary, money purchase) to non-contributory.  
 
The 16th Annual Voluntary Sector Salary Survey in 2004 found that 86% of 
organisations now provide an occupational pension scheme, as compared with 76.9% 
the year before. The majority of these schemes are contributory. Of those 
organisations which provide an occupational pension scheme, 98% provide a 
contributory pension scheme for their employees.  
 
As with the voluntary and community sector, private sector employers in Northern 
Ireland are continuing to extend pension provision throughout the workplace. 
PricewaterhouseCoopers found that the provision of pension schemes in the private 
sector in Northern Ireland continues to grow for management, staff and direct 
labour. Large companies in Northern Ireland operate the most generous defined 
contribution schemes with contribution levels at a four year high.37 In the case of 
office staff and direct labour the provision of pension schemes has increased over the 
past six years, with 82% and 80% of companies now providing pensions to these 
staff grades respectively compared to 68% and 58% in 1999.  
 
6.4 Benefits 
 
It is clear that employers in both the private and the voluntary and community sectors 
are beginning to appreciate the importance of providing flexible working arrangements 
for staff. Research has found that over 65% of organisations in the private sector and 
just over 54% of organisations involved in this survey operate flexible working policies. 
38 
 
One noticeable difference between the two sectors is in relation to company cars. In the 
research only 5.4% of voluntary and community organisations provide company cars of 
which 4.2% were for selected staff such as chief executives or directors. The PwC Salary 
Survey found that currently 48% of top management in the private sector has a 
company car. In addition over half of Northern Ireland’s companies offer the official 
Inland Revenue rate for use of private cars on company business.  
 

                                                 
37 24th Northern Ireland Salary Survey, PricewaterhouseCoopers, 2005. 
38 24th Northern Ireland Salary Survey, PricewaterhouseCoopers, 2005. 
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One similarity between the two sectors is the increase in amenities and benefits 
organisations are providing for employees who work from home. For example PwC 
reports that over half the companies surveyed offer home computers to staff. Although 
this research did not focus on the provision of home computers it did look at the 
financial contributions organisations made towards expenses incurred by staff. Generally 
such contributions have increased recently particularly for telephone and computer or 
internet costs.  
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Appendix 1  
 

Table 1: Movement of employees into different sectors 
% of Leavers Public 

sector 
count 

% Private 
sector 
count 

% 

1-10 11 28.2 16 29.1 
11-20 7 17.9 4 7.3 
21-30 2 5.1 2 3.6 
31-40 5 12.8 6 10.9 
41-50 9 23.2 10 18.2 
51+ 5 12.8 17 30.9 
Totals 39 100 55 100 
Base: 94 organisations 
 
Table 2: Additional benefits 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Table 3: Benefits for home-based employees 

 

Heating Telephone Fax 
machine 

ISP charges 
(email, etc) 

Housing 
allowance 

Yes 1.3 6.6 2.7 2.2 0.9 
No 98.7 93.4 97.3 97.8 99.1 
Base: 226 organisations (13 missing) 
 
Table 4: Benefits 

 

Private 
medical 

insurance 

Redundancy 
entitlement 

 

Company car 

<£10,000 - - - 
£10,001-£100,000 - 15.7 1.2 
£100,001-£250,000 1.5 21.2 1.5 
£250,001-£500,000 2.6 28.9 7.9 
£500,001-£1 million 9.5 23.8 4.8 
> £1 million  15.0 45.0 35.0 
 
 
 
 

 

T
im

e
 o

ff
 i
n

 l
ie

u
 

(T
O

IL
) 

A
n

ti
-s

o
ci

a
l 
h

o
u

rs
 

(o
n

e
 o

ff
 

p
a
y
m

e
n

t)
 

A
n

ti
-s

o
ci

a
l 
h

o
u

rs
 

p
a
y
m

e
n

t 
(a

n
n

u
a
l)

 

O
v
e
rt

im
e
 

< £10,000 42.9 - - 28.6 
£10,001-£100,000 72.3 2.4 - 7.2 
£100,001-£250,000 92.4 3.0 1.5 4.5 
£250,001-£500,000 86.8 2.6 - 10.5 
£500,001-£1million 81.0 4.8 - 23.8 
>£1million 80.0 5.0 - 35.0 
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Table 5: If final salary is used, are organisations considering the viability of 
the scheme for new employees? 
Income Yes No 
< £10,000 - - 
£10,001-£100,000 - 100 
£100,001-£250,000 - 100 
£250,001-£500,000 -  100 
£500,001-£1 million 7.1 92.9 
>£1 million 27.8 72.2 
Base: 133 organisations (105 missing) 
 
Table 6: Performance related pay (A) 
 Yes No Considering 

performance 
related pay 

< £10,000 - 100 - 
£10,001-£100,000 3.9 94.8 1.3 
£100,001-£250,000 1.6 96.8 1.6 
£250,001-£500,000 5.6 88.9 5.6 
£500,001-£1 million 5 95 - 
>£1 million 31.6 63.2 5.3 
Total 5.8 92.0 2.2 
Base: 224 organisations (14 missing) 

 
Table 7: Performance related pay (B) 
 Count  %  

Documented appraisal/review process 6 50 
Merit award determined by senior management 6 50 
Base: 12 organisations (1 missing) 
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Appendix 2 
NICVA would like to thank all the following organisations for participating in this 
study. 
 

1825 Young Men’s Project 
Acorn The Business Centre 
ACOVO   
Action Cancer  
Action Mental Health  
ADAPT Northern Ireland 
Aghalee Village Hall Management Committee 
Altnaveigh House Limited  
Alzheimers Society Omagh 
Andersonstown Traditional & Contemporary 
Music School 
Ards Development Bureau and  
Community Network 
Armagh & Dungannon Volunteer Bureau 
Armagh Travellers Support Group 
Armagh Unemployed Group 
Armagh Widows Association 
Art Ability NI Limited  
Arthritis Care Armagh 
Arthritis Care Banbridge 
Arthritis Care Northern Ireland 
ASBAH NI Regional Office 
ASCERT   
Atlas Women’s Centre 
Aware Defeat Depression 
Ballycastle Community & District Workshop 
Ballymacarrett Youth & Community Project 
Ballymena Community Forum 
Banbridge District Community Network 
Bannside Development Centre 
Barnmeen Country Club 
Belfast Activity Centre 
Belfast Association for the Blind 
Belfast Hebrew Congregation 
Belleek Crossborder Childcare Co Ltd 
Beragh Care & Development Association Ltd 
Big Telly Theatre Company 
BIH Housing Association 
Bishops Appeal  
Blind Centre for NI  
Bogside & Brandywell Initiative 
Bright Eyes Animal Sanctuary 
Bryson Community Enterprise Limited 
Bunscoil Luraigh  
Burren Community Forum 
Burren Heritage Association Ltd 

CAB Bangor  
CAB Central Belfast  
CAB Fermanagh  
Caledon Vintage Rally Club 
Camowen Partnership Limited 
Cancer Research NI Banbridge Community 
Committee 
Care Centre  
Caring Breaks Limited 
Carrickfergus Women’s Forum 
Carrickmannon MRI Unit Fund 
Causeway Coast & Glens Heritage Trust 
Cavan District Development Association 
Caw Women’s Group  
Centre for Contemporary Christianity in Ireland 
Centre for Global Education 
Choice Housing Association 
Churches Voluntary Work Bureau 
Churchtown Community Association 
Clare Lodge Holiday Home 
Cliftonville Community Empowerment Partnership 
Clogher IT Centre  
Cloona Oasis Centre  
Coalisland & District Development Association Ltd 
Coalisland International Music Festival 
Coleraine Baptist Parent & Toddler Group 
Coleraine Irish Dancing Festival 
Colin Neighbourhood Sure Start 
Comber Romanian Orphanage Appeal Ireland 
Comhairle na Gaelscolaiochta 
Committee on the Administration of Justice  
Community Arts Forum 
Community Circus Lisburn 
Community Development Service Ltd East Antrim 
Community Dialogue Belfast 
Community Evaluation NI 
Community Network Craigavon 
Community Organisations of South Tyrone and 
Area 
Community Restorative Justice Ireland 
Community Technical Aid 
Compass Advocacy Network Ltd 
Concern Worldwide UK 
Confederation of Community Groups Newry and 
Mourne 
Connswater Housing Association 
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Cookstown & District Women’s Group 
Co-operation Ireland  
Copeland Bird Observatory 
Corpus Christi Services 
Corpus Christi Youth Centre 
Creggan Local History Society 
CRUSE Bereavement Care NI 
Dalriada Rural Sure-start 
Derg Valley Care  
Derrygannon Women’s Group 
Dhu Varren and Glenmanus Residents Committee 
Diabetes Craigavon  
Dooneen Women’s Group 
Down District Accessible Transport 
Downe Writers  
Downpatrick & District/Listowel Linkage 
Committee 
Dromara Community Association 
Dromore Youth & Community Resource 
Drumahoe Community Playgroup 
Drumbeggan Residents Group 
Drumellan Community Association 
Drumquin Women’s Groups 
Drumsollen Women’s Institute 
Dumquin Development Association 
Dunclug Partnership Group 
Dungiven Community Hall Limited 
Easilift   
East Belfast Community Development Agency 
East Belfast Independent Advice Centre 
East Belfast Mission  
Edenderry Street Project 
Ederney Community Development Trust 
Eglinton Community Hall 
Employers for Childcare 
Erne East Community Partnership 
Extern   
Falls Forum  
Falls Women’s Centre 
Families Achieving Change Together 
Family Caring Centre  
Fermanagh Rural Community Network 
Filor Housing Association 
Finn Valley Club  
First Coleraine Wednesday Club 
Fivemiletown CDA Limited 
Fivemiletown United Youth 
Fold Housing Association 
Footprints Women’s Centre 
Forkhill and District Development Association 
Forum for Action On Substance Abuse 

Gaol Turrent Community Centre 
Garvagh & District Development Association 
Garvagh Pre-School Playgroup 
Glenluce Quality Caring Centre 
Glens Development Association 
Glenshane Community Development Ltd 
Glenside & Iona House 
Gracehill/Galgorm Community Association 
Greater Shankill Community Festival 
Greater West Belfast Community Association 
Greysteel Community Enterprises 
Hands That Talk Community Group 
Happitots Playgroup  
Happy Days Playgroup 
Harmony Community Trust Strangford 
Haven Christian Trust Templepatrick 
Hearth Housing Association 
Holywood Residents Association 
HomeStart Newry & Mourne 
Indian Community Centre Belfast 
Inner City South Belfast Sure Start 
Insititute for Counselling and Personal 
Development Trust 
Inter Estate Partnership 
Iona Enterprises  
Ionad Uibh Eachach  
Irvinestown Pre-School Community Playgroup 
Jack and Jill Playgroup  
Jonesborough Luncheon Club 
Keady and District Community Initiatives Ltd 
Kilcooley Community Forum 
Kilkeel Parish Bridge Association Limited 
Killyfoyle & District Development Association 
Killylea Young At Heart Club 
Killyleagh Development Association 
Kinawley Community Partnership 
Knock Historical Society 
Larne Community Development Project 
Laurencetown/Lenaderg/Tullylish Community 
Association 
Learmount Community Development Group Ltd 
Lenadoon Community Forum 
Lifestart Strabane District 
Ligoniel Family Centre 
Link Family and Community Centre 
Lisanelly Regeneration Group 
Lisburn Welfare Rights Group 
Lisnaskea Women’s Group 
Little Acorns Playgroup 
Lough Neagh & Lower Bann Advisory Group 
Loup Women’s Group  

Macmillan Cancer Relief Marie Curie Cancer Care Belfast 
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Markets Development Association 
Mediation Northern Ireland 
Mediation Resource Centre 
Mencap NI  
Mid Ulster Community Services Limited 
Mitre Trust Appeal  
Moneymore Art Group 
Moneymore Youth Club 
Mornington Community Project Limited 
Motor Neurone Disease Association  
Newtownards 
Moving Mountains Trust 
MS Society Omagh  
Naiscoil Ard Mhacha  
National Association for Crohns and  
Colitis Disease 
National Trust Mountstewart House 
Network Personnel Limited 
Newbuildings Community and Environmental 
Association 
Newington Housing Association Ltd 
NI Childminding Association 
NI Hospice Community Specialist  
Palliative Care Team 
NI Kidney Research Fund Bangor 
NI Kidney Research Fund Craigavon 
NI Occupational Health and Safety Group 
NI Women’s Aid Federation 
NIACRO   
NICIE   
Noddys Parent and Toddler 
North Belfast Prisoner Aid 
North Belfast Senior Citizens Forum 
North Down and Ards U3A 
North Down Scout Council 
North West Community Network 
Northern Ireland Federation of Housing 
Associations 
Northern Ireland Museums Council 
Northern Ireland Rheumatism Trust 
Northside Development Trust 
Oak Partnership  
Oakleaf Rural Community Network 
Omagh Early Years Centre 
Omagh Independent Advice Services 
Omawest Community Development  
Association 
Order of Malta  
Oxfam Coleraine  
PAPA NI - The NI Autism Charity 
Peace and Reconciliation Group 

Peninsula Community Transport 
Perinatal Trust Fund NI 
Playhouse Community Arts Centre 
Portrush Community Development Group 
Portstewart Hospice Support Group 
Puddleducks Playgroup/Parent and Toddlers 
Pushkin Prizes Trust  
Quaker House  
Randalstown and Antrim Handicapped Action 
Group 
Randalstown Arches Association Limited 
Rasharkin Women’s Group 
Rath Residents  
REACH Across  
React   
ReConnect  
Relate NI   
Rethink   
Revival Movement Association 
Road Safety Council of Northern Ireland 
Roden Street Women’s Group 
Rosemount House  
Royal British Legion Retired Club 
Rural Lift for South West Fermanagh 
Salt Club   
Salvation Army Bangor 
Salvation Army Belfast Citadel 
Save the Children  
Scoil Na Fuiseoige  
Shalom Care Limited  
Shantallow Community Residents Association 
Somme Association  
Soundlines Project  
South Armagh Rural Women’s Network 
St Bernadettes Community Playgroup 
St Matthews Housing Association 
St Teresas Youth Centre 
Star Neighbourhood Centre 
STEER   
Stepping Stones Playgroup 
Strabane District Caring 
Streetbeat Youth Project 
Suffolk Community Forum 
Sugar and Spice Playgroup 
Sycamore Club  
Talnotry Avian Care Trust 
Tandragee Development Initiative Ltd 
Teddy Bears Playgroup 
Tempo Historical Society 
The Belfast Film Festival 

The Bytes Project  The Crows Nest Community Playgroup 
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The First Step Drop In Centre 
The Girls Brigade NI  
The Legion of Mary - Regina Coeli Hostel 
The Mount Help Centre 
The Ulster Cancer Foundation Supporters  
Group Portadown 
Threeways Community Association 
Toddle In Playgroup  
Top of the Hill 2010  
Traad and Ballyronan Ballinderry  
Development Association 
Tullyally Development Group 
Tyrone Farming Society 
U3A Foyle  
UK Atlantic Challenge 
Ulster New Zealand Trust 
Ulster Prisoners Aid  
Ulster Quaker Service Committee 
Ulster Wildlife Trust Crossgar 
Upper Andersonstown Community Forum 
Upperlands Community Development Ltd 
Victims and Survivors Trust 
Voluntary Service Bureau 

Wandsworth Community Association 
War on Want NI  
Waterside Development Trust 
Welcome Trust  
Wesley Housing Association Limited 
West Belfast Parent Youth Group 
Whitecity Community Development Association 
Women In Agriculture 
Women In Touch Greencastle 
Women Into Politics  
Women’s Information Group Belfast 
Women’s Resource and Development Agency 
Women’s Support Network 
Women’s TEC  
YMCA Larne  
YMCA Lisburn  
YMCA Portadown  
You First   
Young Independent Group 
Youth for Christ (Northern Ireland) 
Zero-8-Teen  
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