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Executive Summary 

As with all sectors in Northern Ireland the voluntary and community sector has been 
affected by the economic climate.  While the sector has often shown itself to be 
innovative and flexible, many organisations have faced challenges as a result of 
economic uncertainty. For many this has been a reduction in income while demand 
for services has increased. Some of the implications of this have included a 
reduction in staff, salary freezes and in some cases employees have had to take a 
cut in salary. However, while there continues to be a feeling of uncertainty with 
regard to the economy and while the economy continues to have an impact on the 
sector, there are some positive findings in this research. For example there has been 
a shift to a more equal workforce at top level jobs in terms of gender. Although 
marginally, women, for the first time, are now in the majority at chief executive and 
director roles. In addition there has been a shift to more equal pay in nearly every job 
level within sector. Only at the junior/trainee staff level does there appear a gender 
difference with regards to pay. At this level men get paid an average of £1,833 more 
than women. 

While these findings are welcome not all the results from this research are positive.  
Findings show that there has been a shift from permanent contracts to fixed term 
contracts. Since the 2010 Salary Survey there has been a 7.9% decrease in 
permanent contract and a 7% increase in 0-1 year contracts. In addition, while a high 
percentage of organisations in the sector offer work life balance benefits, a reduction 
in their prevalence can be seen since the last salary survey. This was also evident in 
the UK wide NCVO sector survey.  This survey showed that the number of 
organisations indicating that they provided one or more work/life balance benefits fell 
from 85.2% to 71%.   

The uncertain economy has had an obvious impact on salaries. 62% of respondents 
stated that they did not award salary increases within the past 12 months and 61.4% 
state that they will not be awarding an increase in the next year.  In real terms most 
salaries are lower in 2012 than what they were in 2010. This is particularly the case 
with regard to clerical supervisor/training or care staff and administrative officers/care 
officers where on average salaries are between 16% and 17% lower than in 20101. 

Common trends continue to emerge from the research. For example the voluntary 
and community sector continues to be characterised by a largely female workforce, 
however one notable if unsurprising finding is that the workforce in the sector is 
getting older. The number of employees in 61-70 age bracket has increased and 
there is also the appearance of the over 70s age category which has not been seen 
in previous reports. This increase in working age may be due to the effects of the 
economic downturn preventing staff from taking retirement.   

                                                             
1
 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 2010 Salary Survey. This calculation takes no account 
of any incremental increases after the cost of living.  



Summary of main findings 
 

Employment profile 

 The majority of the workforce in the voluntary and community sector is 
employed by organisations which have an income of £1 million. 

 The lower the income of the voluntary and community organisation, the higher 
the percentage of part-time staff. 

 75% of the staff in the organisations surveyed are female. Female staff are 
more likely than men to hold a part-time position, with 87% of part-time staff 
being female. 

 Traditionally male employees tend to dominate senior roles within 
organisations, however the results of the current study show that there has 
been a shift to a more equal workforce at this level. Females account for 
53.4% of chief executives and 69.2% of directors. 

Recruitment 

 There has been a slight increase in recruitment however there has been a 
reduction in permanent contracts issued (from 68.3% to 60.4%).  

 There has been a move towards the use of more cost-effective methods of 
advertising jobs. The use of websites like CommunityNI has increased to 
27%. 

 29% of responding organisations stated that they had experienced difficulties 
with recruitment; this has increased from 13.3% in the 2010 Salary Survey.  

 22.4% of organisations stated they thought there would be at least some 
challenges to future recruitment. A third of respondents thought this would be 
due to the current economic climate. 

Retention 

 Only 13% of organisations found they had difficulty in retaining staff over the 
past 12 months. This is following a similar trend to the 2010 Salary Survey. 

 Lack of sufficient funding was seen as the most frequent challenge to staff 
retention. 50% of organisations stated that retention difficulties are a direct 
result of the economic climate. 

 10.4% of organisations reported that they expect to make redundancies over 
the next 12-24 months. Within this group, 11.1% reported that they may have 
to make over seven employees redundant. 

Training 

 Over half of responding organisations (54%) reported that they have a training 
budget in place for staff development. 

 49.5% of those organisations however stated that their training budget had 
been affected by the current economic climate. 

 Budget constraints are reported as the most common barrier to training 
(39.9%) 

 



Benefits 

 Organisations with incomes greater than £500,000 are more likely to provide 
benefits above the rate that is required by law.  

 Due to the nature of the work in the voluntary and community sector, many 
organisations require their staff to work anti-social hours. Many of the 
organisations surveyed compensated for this by either time off in lieu (73.2%) 
or overtime payments (12.6%). 

 Work-life balance benefits are common in sector with 51.2% of organisations 
offering flexible working hours and 45.5% offering special compassionate 
leave. Unsurprisingly the least commonly provided benefits in the sector are 
private medical insurance (1.6%), company car (3%) and annual bonuses 
(7.1%). 

 The higher the income the more likely the organisations were to provide a 
range of benefits to their employees. 

Pay 

 The majority of organisations did not award staff with a salary increase (62%) 
and only 16.9% awarded between 0.5% and 2%. This trend of low salary 
increases does not look set to change as 83.9% of respondents stated that in 
the future salary increases would be less than 2%. 

 This salary survey highlights a shift to more equal pay in most jobs in the 
voluntary and community sector. 

 The majority of organisations reported having a pay scale as a benchmark for 
staff salaries. As seen in previous salary surveys the majority of responding 
organisations use NJC pay scales. 

 

 

 

 

 

 

 

 

 

 

 

 



Appendix 1 

Presentation of data  

  

When examining the different salary levels by job role 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.  
   
Number: The number of posts in the sample. 
 
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 2010 Salary Survey. This calculation 
takes no account of any incremental increases after the cost of living. 

 

   
 

 

 

 

 

 

 

 

 

 

 

 

 

Level 1. Chief executive 

Income LQ M UQ Number 

Less than £100,000 23,750 30,978 36,838 10 

£100,001 - £250,000 25,673 33,108 42,500 16 

£250,001 - £500,000 33,000 37,782 42,061 23 

£500,001 or greater 40,271 52,573 60,717 20 

All incomes 2012 31,754 40,000 45,957 69 

2010 salaries (in real terms) 32,117 41,627 48,604 105 

% change from 2010-2012 -1.1 -3.9 -5.4  

Level 2. Directors 

Income LQ M UQ Number 

Less than £100,000 18,000 28,510 - 3 

£100,001 - £250,000 29,250 34,366 41,006 8 

£250,001 - £500,000 30,000 34,500 38,494 11 

£500,001 or greater 39,512 44,717 49,013 37 

All incomes 2012 34,000 40,584 46,000 59 

2010 salaries (in real terms) 30,384 41,627 43,596 89 

% change from 2010-2012 +11.9 -2.5 +5.5  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Level 3. Senior function head/head of function 

Income LQ M UQ Number 

Less than £100,000 20,230 26,176 31,250 8 

£100,001 - £250,000 18,000 25,799 31,302 29 

£250,001 - £500,000 26,276 30,348 33,661 27 

£500,001 or greater 26,267 31,324 35,184 50 

All incomes 2012 24,851 29,326 33,642 114 

2010 salaries (in real terms) 28,350 31,523 35,228 203 

% change from 2010-2012 -12.3 -7.0 -4.5  

Level 4. Function manager 

Income LQ M UQ Number 

Less than £100,000 19,617 23,245 30,000 26 

£100,001 - £250,000 20,916 24,656 29,000 35 

£250,001 - £500,000 21,051 24,895 27,000 56 

£500,001 or greater 23,708 28,202 30,851 99 

All incomes 2012 21,632 26,157 30,000 217 

2010 salaries (in real terms) 24,105 28,094 31,500 303 

% change from 2010-2012 -10.3 -6.9 -4.8  

Level 5. Specialist/professional/technical staff 

Income LQ M UQ Number 

Less than £100,000 14,670 20,494 26,777 24 

£100,001 - £250,000 15,000 18,443 20,858 90 

£250,001 - £500,000 19,824 22,679 25,189 81 

£500,001 or greater 21,500 24,480 27,849 218 

All incomes 2012 19,260 22,558 26,000 415 

2010 salaries (in real terms) 19,656 23,100 27,300 602 

% change from 2010-2012 -2.0 -2.3 -4.8  

Level 6. Clerical supervisor/training or care staff 

Income LQ M UQ Number 

Less than £100,000 9,656 13,802 17,654 7 

£100,001 - £250,000 17,410 18,976 21,000 17 

£250,001 - £500,000 15,000 18,644 20,975 36 

£500,001 or greater 15,444 18,093 19,977 147 

All incomes 2012 15,224 18,116 20,200 207 

2010 salaries (in real terms) 17,850 21,739 25,175 259 

% change from 2010-2012 -14.7 -16.7 -19.8  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Level 7. Administrative officers/care officers 

Income LQ M UQ Number 

Less than £100,000 7,500 14,110 17,980 19 

£100,001 - £250,000 11,952 15,615 18,316 22 

£250,001 - £500,000 13,163 15,104 17,325 54 

£500,001 or greater 12,500 15,438 17,909 413 

All incomes 2012 12,500 15,349 17,909 508 

2010 salaries (in real terms) 16,050 18,179 20,308 484 

% change from 2010-2012 -22.1 -15.6 -11.8  

Level 8. Personal assistance/secretary 

Income LQ M UQ Number 

Less than £100,000 - - - - 

£100,001 - £250,000 11,542 18,947 - - 

£250,001 - £500,000 14,435 17,585 20,000 4 

£500,001 or greater 16,912 20,452 22,221 20 

All incomes 2012 16,830 19,830 22,221 26 

2010 salaries (in real terms) 14,437 17,671 19,441 50 

% change from 2010-2012 +16.6 +12.2 +14.3  

Level 9. Junior/trainee staff 

Income LQ M UQ Number 

Less than £100,000 5,000 9,167 - 3 

£100,001 - £250,000 9,438 12,120 15,613 12 

£250,001 - £500,000 8,769 12,267 15,471 22 

£500,001 or greater 12,500 13,970 15,605 93 

All incomes 2012 12,500 13,400 15,471 130 

2010 salaries (in real terms) 11,707 13,125 15,586 97 

% change from 2010-2012 +6.8 +2.1 -0.7  


