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Glossary

Board or board member has been used throughout the report as a generic term for an organisation’s governing body and its members.  The term includes trustees and management committee members. 

ACU

Active Communities Unit

FGG 

Foundation for Good Governance 

LSC

Learning and Skills Council

VONNE

Voluntary Organisations Network North East

VCO

Voluntary and community organisations

VCS

Voluntary and community sector

1.
Introduction: what we set out to explore and why
The key question informing this research was how to support, sustain and improve governance within the VCS across the North East in order to increase its capacity to meet future challenges. Several factors prompted the research.

First, the two linked external factors which are difficult to ignore: the changing environment in which public and voluntary services are delivered and, in some cases as a consequence, the interest in the development of good practice in governance within the sector. 

Government policies, improved regulation and funder requirements have increased the demand for improved understanding and performance in governance. At national level, current government policy anticipates that the VCS will have a continued and increased role in the delivery of public services.  It also recognises that, to be able to play a full part in service delivery, a level of competence in both the governance and management of organisations is necessary.   The HM Treasury Cross Cutting Review of the Role of the Voluntary and Community Sector in Service Delivery
 recognised that both the sector and government had a mutual interest in building the capacity of voluntary and community organisations (VCOs).  This Review led to the creation of ChangeUp
, a Home Office funding programme that supports capacity building in six key areas: workforce development and leadership, performance improvement, Information Communications Technology (ICT), finance and funding VCS activity, developing volunteers and governance. 

At the same time, at a regional level the reported potential reduction of funding available to VCOs has led to a continued (near obsessive) interest from every quarter - funders, policy makers, intermediary organisations, academics, and VCOs themselves - in the creation of ‘sustainable’ organisations.
“In July 2004 the Community Foundation (Tyne & Wear and Northumberland) published research findings based on the best available evidence, about the likely loss of funding of more than £50 million a year to the VCS in the North East region from 2006 onwards.”

However, despite these strong external pressures for improved capacity within VCOs, requests for the delivery of governance support and assistance do not appear to go much beyond the mechanics of governance, that is, the roles and responsibilities of board members.

The Foundation for Good Governance’s (FGG) previous research identified the need to strengthen three key areas: understanding of governance in not-for-profit organisations, the development of strategic approaches that would assist staff and board members to develop ‘good’ governance, and improved information and assistance for board members.

With these things in view, FGG’s present research considered how far such challenges had been addressed in the light of the increased demand for improved governance on VCOs. This report presents the results of the research and offers some conclusions.

2.
Research Approach: what we did and how
There were four key elements to the research:  

•  Development of a ‘proposition’ as a starting point for the research.  This was based on previous research and discussion and involved some desk research.

•  Focussed discussion with board members, designed to explore the best way(s) to develop the capacity of boards and board members of charitable or voluntary organisations 

•  Discussion with trainers, facilitators and consultants, using the extensive experience of a group of facilitators to further explore methods for delivery of support and assistance for the development of good governance. 

•  Discussion with organisational advisers  to consider and review results from different focussed perspective.
To support the research and the models developed, two additional activities were undertaken.

•  Information gathering to establish what training is currently available for board members in the North East, a database of various providers, both locally and nationally, was set up.

•  Assessment tools.  Each of the emerging approaches relies on a prior assessment of need.  Two different assessment tools were developed: an Organisational Health Check and an Individual Skills Audit.  These were tested with participants from the discussion group.

3.  Context
As mentioned above, the background to this research was the increased interest in governance by policy makers (government), intermediary bodies and funders and the demand for improved performance.

3.1  Current challenges

Voluntary and community sector organisations are not immune to the rapid changes that are taking place in the structure of our society.  In particular, changes in the delivery of services or support for individuals and local communities are likely to have an effect on the future of many VCS organisations.  There are five key areas that affect, and will continue to do so, the governance and management of VCS organisations.  Each is briefly outlined below.

•  Changing legal frameworks and regulation

Following ‘scandals’ in both business and the not-for-profit sectors, tighter regulation is being applied.  Larger organisations can find themselves responsible for ensuring compliance with many different legislative demands and a range of regulatory bodies such as Ofsted, the Health and Safety Executive, the Charity Commission, FSA, and Care Standards to name but a few.

The new charity bill will soon become law, introducing minor changes to existing Charity Law.  The introduction of a new form of incorporation, the Charitable Incorporated Company (CIC) and possibly the Charitable Incorporated Organisation (CIO) offers yet more legal frameworks for organisations to consider.  Alongside this, the structure and functions of the Charity Commission have been reviewed, strengthening its role as regulator.

The effect of these developments is to create a climate of increased scrutiny of VCS organisations.

•  ‘Contract’ culture

There are two aspects in the development of the contract culture that must be considered.

Firstly, it is anticipated that an increasing number of VCS organisations will engage in delivery of public services, under Service Level Agreements issued by Local Authorities and other statutory agencies.

Secondly, government grants are being replaced by contracts. The ‘open ended’ approach of support is changing to one of targeted agreements that link expenditure to outcomes and outputs, through a legal contract.

This will have implications for local or community groups.  They must acquire the necessary skills and abilities to: 

•  understand the rights and responsibilities of a contract, 

•  ensure appropriate systems for monitoring and reporting, 

•  ensure contracts reflect ‘true costs’, that there is a ‘fair price for a fair job’, and, 

•  develop the skills for preparing tenders and negotiating contracts.

More fundamentally, the board must be able to assess the impact of contracts on the organisation’s principles and direction.

•  Partnership working

While collaborative or partnership methods of working have been an accepted mode of operation within the not-for-profit sector for some time, the more recent introduction of partnership working for the delivery of specific government initiatives has impacted on many VCS organisations.  Voluntary organisations have found themselves involved in such arrangements for a mixture of reasons: the partnership is happening on their doorstep, the work of the partnership overlaps with their own objectives and/or the partnership offers much-needed funding.

Whilst there are many benefits to being involved there are also potential risks, particularly in the area of governance.  Few partnerships have created open and transparent governance systems or processes and this can leave individual organisations exposed with responsibilities and liabilities carried on behalf of a much larger group of organisations.

•  Reduced involvement of volunteers

Reports suggest that, nationally, along with other forms of civic engagement, volunteering is in decline.  While statistics for North East England (see reports quoted) suggest this trend is less apparent in the North East, organisations report difficulty in attracting individuals to volunteer as board members.  This was highlighted in the Learning and Skills Council (LSC) survey quoted below.

Many believe that the best – possibly, the only - solution is to pay board members, though this would not necessarily overcome the issue of experience and understanding.

Healthy organisations must ensure a continued supply of willing and able volunteers.  Understanding the motivation of volunteers and creating appropriate incentive will assist this process.  

•  Broadening the funding base

All organisations need to secure sufficient funds to meet their costs.  Continuous fundraising is therefore an feature of all VCS organisations.  Whilst some organisations are learning how to diversify their income, others have become overly dependent on a single source, placing the organisation in a precarious situation.

Opportunities for trading, enterprise, contracts, etc are being presented as an alternative to grant dependency.  Though organisations are more sustainable if income is attracted from more than one source, without a long-term strategy there is a danger that decisions will be made without an assessment of the risks involved.  

3.2  The Voluntary and Community Sector in the North East

Voluntary and community sector organisations play an important part in the lives of many hundreds of people across the North East and Cumbria.  They are involved in everything from the delivery of services to the housebound elderly, the development of specialist housing, organising activities for children and young people, to highlighting the plight of the homeless, asylum seekers or the need for a greener, safer environment.

The range and quantity of these activities also means that the voluntary and community sectors (VCS) make a significant contribution to the economy of the North East.  A study commissioned by Voluntary Organisations Network North East (VONNE) in 2000
 demonstrated that the VCS contributed an estimated 3.8% of regional GDP, higher than national estimates.  In ‘real’ terms this equated to an estimated 23,200 full-time equivalent posts or 4.4% of the region’s workforce.  Nineteen per cent of these employees were working in organisations with a total income of less than £50,000.  In addition to employment, a minimum of 143,000 active volunteers was identified contributing 29 million hours, or the equivalent of 15,000 full-time posts.

At the time of the study over half the organisations anticipated a growth in activity within the next 5 years.  We therefore confidently assume that the VCS will continue to play a significant role both in the economy and the quality of life within the region.

Underpinning the range of activities described are the less visible, but nonetheless, essential ingredients of governance
 and management.  There is a direct relationship between governance and management and the quality of delivery.  However, it is with these aspects of organisational life that many VCS organisations struggle.  Gaps and poor practice are evident, creating the potential for both individual and organisational crisis.

Recent studies within the region have confirmed the problem and highlighted specific needs.  Both the VONNE study and a survey undertaken by the LSC Tyne & Wear  in 2003
 refer to training necessary to support continued growth and capacity within VCS organisations.  In particular, the following are mentioned:

•  improved skills in accessing funding/fundraising

•  developing staff

•  team working

•  organising/planning

•  meeting increased expectations of clients/ customers

•  managing volunteers

•  leadership.

In addition, the LSC survey found that despite a growth in volunteer recruitment, over half of the organisations surveyed experienced difficulties in recruitment of board members.  One of the factors cited was the lack of skills or qualifications.

3.3  The development of good governance

Voluntary and community organisations are at the heart of communities in the North East and on the front line of social change and civic renewal. Without the hard work, skills and expertise of these organisations the North East and its people would be very much poorer.

Moreover, in the last twenty years or so the voluntary and community sectors have grown in scope, size and media profile. Greater professionalism and the adoption of management practices from other sectors, increasing regulation by external statutory and quasi-statutory agencies, and the growing demand for performance indicators and measures are just some of the consequences of growth and development. All have an impact on the governance and management of an organisation.

Governance is therefore crucial to an organisation’s values and to its accountability and compliance with sector standards, yet it continues to be vested in boards board members the majority of which are volunteers.  It is vital, not only to individual organisations, but to the sector as a whole, that these boards are qualified and trained for their role. 

Research carried out in the region by Governance Works in 2001 through a series of ‘Lunchtime Seminars’ found common perceptions of the problems faced by board members (see diagram 1).  Fundamental to the development of good governance and consequently the quality of management was the need for ‘clarity of purpose and direction’ to support an individual’s ‘passion’ for their organisation’s work.  Issues to be tackled in relation to this were categorised into four key areas:

•  managing individual personalities and behaviour

•  developing appropriate mechanisms and methods to carry out a governance function

•  acquiring the knowledge and understanding necessary to fulfil the role and function of board member, whilst

•  managing individual circumstances and expectations.

Common problems were also identified (in bold text) and possible solutions or training and support needs (in plain text).



More recently (2004), work done by the Foundation for Good Governance for the Active Communities Unit (ACU)
 also identified five priority areas for the development of governance in the VCS. The five areas were: training and development, information and advice, funding, culture change and monitoring and regulation.  Highest priority was given to training and development. 

The Foundation’s research also began the devising of a ‘ladder’ on the development of effective governance (see table 1), with each rung of the ladder identifying a standard. It should be noted that more work is necessary to turn this into a usable tool.  Organisations are able to identify their current standard and work out how to climb or maintain their position on the ladder.  It would seem that the majority of VCS organisations are positioned between rungs 1 and 3.

Table 1

Standards for developing good governance

	Rungs
	Standard
	Outline

	5
	HIGH PERFORMING ORGANISATION


	Planning and acting for the long term future.

Amongst other things this includes, succession and exit of board members, management of change and ability to withstand financial or other shocks.

	4
	ROBUST PROCESSES

AND  SYSTEMS
	Ability to describe, review and maintain appropriate methods for effective governance.

Meeting regulatory requirements as apart of effective governance.

	3
	FOCUS
	‘Govern more, manage less’; rather than ‘doing good’, doing things well rather than simply ‘doing good’.

	2
	ENGAGEMENT
	Development of systems and processes e.g.

•  recruit and selection of board members

•  training for board members

•  policies and procedures for governance.

	1
	AWARENESS RAISING
	Recognition of need for a more ‘formal’ governance and management approach.  


4.
Trustees and board member perspectives

Focussed discussion with board members explored individual experience and understanding before assessing potential models for learning (see also Annexe One).

4.1  Why had participants joined their board?

All those who participated in the present research expressed a passion and commitment for the objectives of their chosen organisation, be it diversity, visual art, or the quality of life for a particular group or within a geographic area.

One person had a very particular reason for having joined the board: she had wanted to demonstrate an alternative approach to chairing and leading the organisation.

Three people recognised that the knowledge and experience gained from employment or previous jobs contributed to their decision to join a board.  They also recognised that the same knowledge and experience had been the reason they were asked to join.

Several people had joined because they had the time to do so in their retirement.

4.2  Learning the ‘job’ of board member

When it came to how board members learned their roles and responsibilities, trial and error and the observation of other, more experienced board members were top of the list.

Significantly, no one referred to any ‘formal’ approaches to training or to structured development. One person did mention the experience of a structured learning programme for a previous position through the Coop’s Regional College.

What had helped learning? A number of factors was mentioned here. They included: 

· Induction processes

· Good communication

· Systems that provided focus or structure to follow eg quality standards

· Modelling – “someone showing you the ropes”
· Accurate information

· Diversity within the board which provided a broad base to discussion
· Bringing in ‘new blood’ – “you need the enthusiasm of youth and the knowledge of age”
More than any of these, however, good chairing and leadership were considered to be most important.

What had hindered learning? The following factors were cited as hindering learning:

· Gatekeeping - dependence on workers without having any way of verifying information;

· Lack of diversity, which often resulted in the organisation’s not getting the ‘right’ people; and

· Regular change of board members, frequently on an annual turnover basis which meant that there was no accumulated experience or continuity.

4.3  Issues

Some of the key issues to do with board development cited by respondents were:

· Frustration at people not turning up to meetings. This was part of the larger question of finding people who were committed. Systems for finding people and  ‘testing’ them out would have been beneficial (Waygood’s probationary system was offered as positive experience of finding, a committed and competent board)

· Volunteers brought with them a wide range of competence and understanding. This could have both advantages and disadvantages

· Payments for board members

· Related to this, the increasing complexity of the role of the board member would require continued development, required them, in fact, to become ‘more professional’

· The age of board members. There was a need to attract younger people.

There was some agreement that fundamental to development (be it individual or the board as whole) was understanding the nature of the work and being passionate about the organisation’s vision.  This provided a framework and purpose for working together and it was this that created commitment.  The acquisition of skills was of secondary importance and would happen as a result of commitment.  

The analogy of a ‘cake’ was used to describe the process for building a good board. To make a cake you needed the ‘right’ ingredients in the right quantity and the mixture of them provided a perfect cake.  This analogy ran through much of the discussion.

Three important skills areas identified were, communication, chairing/leadership and finance.

4.4  An assessment of methods for delivery of support and assistance to boards
In this connection, the group considered the appropriateness of a variety of methods of delivery. All understood and were most familiar with  TRAINING WORKSHOPS  and  IN HOUSE TRAINING. In addition, based on their experience and recognition of the importance of personal guidance  COACHING,  MENTORING  and  OBSERVATION  were all viewed with some interest.

Although no-one in the group had any direct experience of  ACTION LEARNING SETS – that is, a group of people with a defined function or task such as chair, treasurer, etc meeting together to learn from their own and others’ practice – the value of this approach was recognised and people were interested in how such learning sets worked.

Information presented as short items or stories in a well-designed NEWSLETTER would also help to keep people up-to-date.

DISTANCE LEARNING might be useful as it was an approach that could be adopted as and when time was available.

The biggest debate was reserved for the more ‘technical’ approaches - EMAIL BRIEFING and/or WEB-BASED MODULES.  There was a divide between those people who don’t use, can’t use or don’t have easy access to a computer, and those that do and would use a computer and see it as a way of making the most of a limited amount of time.  It was also recognised that this approach might be a necessity for the newer or younger people that they hope to attract and therefore it is important for the future of their organisation.  However, it was agreed that if email or web systems were used, they should not be used alone but as a part of a package.

Also mentioned by some, but with no clear consensus emerging, was the usefulness of an AWAY DAY.

4.5  Summary of findings from board members discussion
The ad hoc nature of what is offered and how it is offered (see gatekeeing, below) means that people do not get a chance to understand the ‘bigger’ picture, so boards as a whole do not develop.

The importance of personal guidance in ‘learning the ropes’ is important as every organisation is different. One example of such guidance is good quality chairing and leadership within the board, on which particular value is placed. 

Working with staff and learning together was also seen as important.  Board members were conscious of the ‘them’ and ‘us’ situations that can arise between them and an organisation’s workers and learning together presents an opportunity for ensuring that barriers are not erected.

Through discussion, the group recognised the ‘weight’ of expectation – increasing demands and no way of knowing what to do in relation to them, a situation that often leads to an even greater reliance on the ‘few’.

Board members particularly welcome structured approaches – so systems for developing and measuring performance, such as the investors in people standard and the matrix quality standard, find strong support.

5.
Facilitators, trainers and consultant experience

The results of discussion with board members provided the basis for a structure session with a group of highly experienced facilitators, trainers and consultants.

In any discussion of board development, three key problems are always mentioned:

· Lack of time – board members are often already stretched and finding the ‘right’ time for people to take part in something additional is difficult;

· Lack of money – few organisations have budgeted for the costs of inducting, training or developing their board;

· Gatekeeping – communication with board members is often solely through a key worker and therefore their perception of the need for development, training, information, etc colours both the board’s view of these things and also the organisation’s as a whole.

In addition the group had observed:

· Opportunities that are presented are fairly ‘random’ or ad hoc -  a course here or a seminar there - with no planned or coherent approach.  As a consequence, people know they have been ‘trained’ but often cannot recall in what or how this has contributed to their role or to the organisation;

· Individual learning styles and the organisational structure of development and learning often come into conflict.  As a consequence ‘open’ group sessions are (probably) only able to ‘touch the surface’ and cannot help individual organisations develop their governance structure and practice;

· Despite or because of this, there are seemingly endless requests for trustees’/board members’ training in roles and responsibilities.  This suggests that boards do not understand their part in developing governance and/or that they are under-performing, that is, not making an impact;

· There is a tendency to look for the ‘how to’ skills approach on the expectation that they can be trained how to ‘do’ governance.  The problem is that governance is conceptual and must be applied.

Perhaps as a consequence, what board members like or identify as a need are more ‘structured’ experiences, so PQASSO, matrix, Investors in People and possibly the National Occupational Standards (more recently developed) are used with enthusiasm.  These structured approaches provide a framework with process and measurement built in.

However, the research also identified a wider range of factors that influence the process of governance development.  There is a dynamic comprised of a complex set of factors on the ‘demand’ side.  To find the ‘right’ approach, individual skills and abilities, (group or) board development, the organisation’s stage of development and future aspirations, and the type of governance adopted all have to be considered.  In addition, the relation of these parts to each other may be affected by the environment in which the VCO operates (See diagram 4, page 31). All of these things are potentially in play at the same time in different degrees (no two organisations are alike) and a balance needs to be struck between them.

The facilitators stressed the importance of focussing on who or what is to be developed or improved

5.1  Purpose and outcomes

The discussion and analysis led to a redefinition of the research question, this time as an aim.  Experience within the group suggested that an emphasis on the organisation and the achievement of a long-term strategy was needed.  The following was proposed:

To impact on the quality of governance by ensuring that board development improves the effectiveness of VCS organisations in the achievement of long-term strategy.

There was a recognition that in order to define outcomes more carefully, two groups or options could be identified to match different motivations.

Option one described a ‘learning organisation’, adopting a development approach with a focus on either the organisation as a whole or the governance systems and processes.

Option two described the acquisition of competences
 (an appropriate mix of skills and experience) to address or improve particular standards such as financial management, participation etc

Table 2:
Two types of learning

	Option 1:

Board and organisational development
	Option 2:
Competence or individual development

	•  In-depth learning to an agreed set of outcomes from either an organisational or governance perspective.

•  Would require ‘buy in’ from organisation as well as individuals

• Is a continual process


	• Improving standards

• Learning from a ‘how to…’ perspective.

• Learning outcomes could be individual, organisational or governance-directed.




6.
Advisers
The learning model created with the trainers and facilitators needed a clear framework or model against which to measure ‘the achievement of long-term strategy’. What did this mean?  Had the research in fact identified sustainability, and in particular the board’s ability to drive or influence organisational sustainability, as a necessary element of the framework and, if so, what implications did this have for board development?

6.1  A sustainable organisation?
US research, begun in the 1990s, into organisations’ finances identified the following four factors as the most important in the sustainability of not-for-profit organisations. 

1.  Inadequate equity balances.

The value of the assets of an organisation after all liabilities are taken into account.  An organisation with negative equity is at immediate risk, but a lack of positive equity can be just as limiting.

2.  Revenue concentration.

This is the all-your-eggs-in-one-basket syndrome. The more an organisation is reliant on one or a small number of sources of money, the more they are vulnerable to changes in the manner of distribution of that money.

3.  Low administrative costs.

The debate around administrative costs is a classic example of where apparent common sense can lead to damaging actions. Low administrative costs do not automatically lead to well-run organisations. Whilst there are many benefits to cutting unnecessary administrative costs, positive administration is a necessary part of any organisation's function.

4. Low operating margins.

Operating margin means the difference between what a service or project or organisation costs to run and the money brought in to run it. Voluntary organisations need to understand the difference between cost and value.

Though the above are not the only characteristics of a sustainable organisation, this research provides a sound basis for arguing the need for a better understanding and ability within VCS organisations to get to grips with the economics of their situation, with an acknowledgement that few boards are equipped to drive or even assist this process.

If the question is how to build sustainable organisations (as described above), then the focus of a development programme for board members is changed.

6.2  Purpose and outcomes

Once again the analysis led to a discussion of the research question.  If the challenge is to create a sustainable organisation, the board is given a clear direction and must be skilled to achieve the desired outcome.  Therefore a development programme designed to asset-rich organisations could be focussed with the following aim:


To enable VCS organisations to sustain their activity through their enterprise

7.
Three models for development of good governance
Alongside, and linked to, the development of the research question, the research identified three models. 

Model A

Development programme

Model B

Organisational development

Model C

Organisational achievement

7.1
Development programme 

This would be largely self-directing and based on manuals/modules that would direct learning for individuals and the group and be supported by high-quality web-based information.  This programme has 4 key elements, shown diagrammatically below.

1.  A first session that focuses on undertaking a health check of the organisation or the board.  This might be done independently with the session focussing on how to interpret the results and design a development programme for the participant organisation.

2.  A set of ‘distance learning’ modules that would be used in conjunction with the health check.  The areas highlighted as needing most attention would be tackled first through the most appropriate module.

3.  A series of face-to-face opportunities to help boards and their members get the most out of the modules.  Skills training would focus on particular topics, for example, minute-taking, which could be run as 4 hour sessions.  There should be structured sessions to assist in the application of learning and action learning sets to help individuals improve their practice.

4.  This would be supported with information provided through a website and possibly a newsletter also.

Diagram 2
Model A: A self directed development programme for board members







7.2  Organisational development

This model would be based on an independent – and careful - assessment of what an organisation wants to achieve and its strategy for doing so. The model has three distinct areas of activity: assessment, learning/training modules and action learning.  These would be used in two different ways following the options of either development or competence (see below).

Diagram 3
Model B:
A programme of development for the organisation and the board


Stage 1

INDIVIDUAL ORGANISATIONAL ASSESSMENT












Stage 2
OPEN  MODULES – short training courses, seminars etc


Stage 3
ACTION LEARNING SETS –  to relate learning to practice (strategy), 
individual problem solving

Organisations that are ready (that is, stable) and interested in a long-term developmental approach would be assisted through a process of assessment by a mentor or learning coordinator.  The assessment would focus on the part the board plays in the achievement of a long-term strategic plan, identifying specific areas for learning, support, information etc. As a result a plan of governance development would be drawn up.

The learning coordinator would work with the organisation to ensure that learning and development was embedded into the organisation.  This would involve ensuring implementation of the plan by for example identifying suitable training opportunities, assistance in setting up a board appraisal system or arranging for in-house briefings, etc.  The coordinator would also ensure that people have access to action learning sets, providing a link between learning and practice.

Finally, the coordinator would help the organisation to review its development plan against the organisation’s strategy to ensure that the two were complementary.

Many of the modules or training options in the second area will already be available from different providers, for example, running effective meetings, budgeting, understanding employment law, etc.  The process of assessment may, however, identify gaps in opportunities and information directed to board members and it may be necessary to create some additional opportunities to address these.

The modules identified in the second area would be made available to those individual board members or organisations looking to develop the competence of the board.

7.3  Organisational achievement

This is, in effect, a modified, more directed, version of Model B, organisational development. Devised with the advisers, it focuses on the organisation as a whole and has the following key elements:

•  an analysis and diagnosis of what the organisation must do to become more enterprising and asset-rich

• a mentor or learning coordinator as in previous model to produce an agreed plan that will equip the board and the organisation to meet the gaps

• a brokerage element to locate the right assistance to meet the particular needs identified

Any assistance accessed through the brokerage would need to reflect the emphasis of creating enterprising approaches, culture change and asset building.

Each individual plan would therefore involve some or all of the following:

•  board recruitment – getting the ‘right’ people on board

•  a well-developed, long-term strategic plan 

•  adequate finance for achieving the plan

•  enterprise – to create greater independence

•  ensuring a process of internal change and development

•  development of assets (identifying the organisation’s true value, and utilising and building resources).

Board member recruitment

To achieve the desired outcomes, organisations will need access to a pool of willing and able board members.  A service to locate and recruit potential board members across the region will be necessary.  In particular, this service would focus on the recruitment of people with knowledge, ability and experience in the fields voluntary organisations often lack, such as finance, employment, marketing and organisational development.

Mentor development

It will be important to ensure that the standard of advice and guidance given is adequate.  Whilst there are many people who have experience as mentors there are far fewer with the expertise and range of skills required to fulfil this particular role.  The training, development and support of mentors is integral to the model. 
8.  Assessment of the models

Each of the models developed clearly offers a different focus for improving the governance of VCOs.

Model A 

focuses on individual and to lesser extent board development

Model B 

has a focus of board and the organisation

Model C 

focuses on the organisation and the board

The governance ladder (see page 12) provides a means of assessing the value of each model to a given organisation. The pros and cons of each model were assessed for organisations on the different rungs on the governance ladder.  The deeper shading denotes ‘best fit’. 

Model A

	Governance ladder
	Achievement
	Pros 
	Cons

	rungs 1 & 2 (3)
	Awareness of capacity within organisation – individuals and boards e.g.

• understanding the legal framework

• meetings and chairing

• financial reporting

• understanding organisational development

• relationships between staff and board 
	- Easy entry

- Good support

- Work well with ‘stable’ organisations

- Can be used to match individual circumstances 

- A way of tackling the ‘one size must fit all’ problem
	- Identifying the organisations that would benefit

- Difficult to measure outcome or success 



	3 & 4
	Board development to create stronger organisation

•  policies and procedures

•  board review

•  job descriptions for board members with recruitment and selection system

• strategy and planning
	- Model allows timescale to suit the organisation 

- Ability to allocate different tasks to different people 
	- Requires clear/ strong leadership and co ordination from within 

- Ensuring that ‘dysfunctional’ organisations were not included.

	5
	Sustainable organisations

• succession planning for board

• board appraisal

• board managing itself

• leadership and direction

• monitoring strategic development
	- Manual or modules would need to be focussed to include:

finance, strategic planning and asset management etc. 

- Of value to those organisation with clear development or business plan and active board.  In this context, useful as method for engaging new people or developing skills.
	- On its own could not meet the demand of creating a sustainable organisation


Model B

	Governance ladder
	Achievement
	Pros 
	Cons

	rungs 1 & 2 (3)
	Awareness of capacity within organisation – individuals and boards e.g.

• understanding the legal framework

• meetings and chairing

• financial reporting

• understanding organisational development

• relationships between staff and board 
	- Option 1 – analysis and plan for development with access to training opportunities
	- Lack of clear or unrealistic organisational  plan



	3 & 4
	Board development to create stronger organisation

•  policies and procedures

•  board review

•  job descriptions for board members with recruitment and selection system

• strategy and planning
	- Option 2 – learning coordinator to focus on organisations strategy and develop appropriate package to increase capacity and performance

- Development of individuals and board
	- Lack of clear strategy

	5
	Sustainable organisations

• succession planning for board

• board appraisal

• board managing itself

• leadership and direction

• monitoring strategic development
	Learning plan needs to be extremely well focussed 
	- Quality and experience of learning co ordinator

-  Development rather than recruitment of board will reduce impact in this area


Model C

	Governance ladder
	Achievement
	Pros 
	Cons

	rungs 1 & 2 (3)
	Awareness of capacity within organisation – individuals and boards e.g.

• understanding the legal framework

• meetings and chairing

• financial reporting

• understanding organisational development

• relationships between staff and board 
	Assessment process will help organisations think about their governance
	Organisations not ready for this approach

	3 & 4
	Board development to create stronger organisation

•  policies and procedures

•  board review

•  job descriptions for board members with recruitment and selection system

• strategy and planning
	- Linking board to strategy.

- Development of individuals and board

- Broadening horizons
	-  Reaching agreement of need for direct intervention from ‘outside’ 

-  ‘culture’ shift, emphasis on enterprising rather than  effective organisation



	5
	Sustainable organisations

• succession planning for board

• board appraisal

• board managing itself

• leadership and direction

• monitoring strategic development
	- Organisations with strong product or ideas

- Focussed and directed development 
	- Time required

- Ensuring everyone fully understands the approach under development


Model A is therefore most suitable for organisations on the first two rungs of the governance ladder, where there is a need to concentrate on individual understanding as well as board development.

Model B would suit organisations in the middle of the governance ladder by focussing on board development.  It also offers support through initial assessment and brokerage for individual development and therefore some elements are appropriate to organisations at the bottom of the ladder.

Model C will work best for those organisations that have a strong understanding of governance, with good systems and processes in place and are ready to engage with the challenges of achieving their long-term strategy and creating a sustainable organisation.  Organisations at the top of this ladder would most benefit from this model. 

9.  Supporting the models
Each of the models developed started with some form of assessment of need.  From the self-administered organisational health check in Model A, to a more rigorous approach in Models B and C applying either a skills assessment or health check to an organisation’s strategy or plan in order to identify specific areas for improvement, to be carried out independently or with outside help.

Though a number of assessment tools are available, of those explored none appeared particularly suitable for the Models or task described.  As a part of the research, some were developed and ‘piloted’ with members of the discussion group.

The health check was developed from an existing and well-used approach, produced by Governance Works.  Participants from the research discussion group found it very useful, relevant and accessible.  Though the Health Check was used by individuals and was not tested against the organisations’ strategic plans, indications are that it would provide the necessary analysis.

The skills assessment by contrast was more difficult. The chief difficulty lay in producing a tool that could tackle the conceptual – understanding of governance - and the concrete, the specific range of abilities and skills that would match each conceptual area.  A second difficulty was in creating a comprehensive assessment suitable for all organisational types, without producing a massive and daunting document.  The organisations that tested this assessment tool liked the approach and offered useful comment for further improvement.

Both the health check and skills assessment offered participating organisations useful insights into developing their boards and, by themselves, could have an impact on governance development particularly for those organisations on rungs 1 and 2 of the governance ladder (see page 12).
A second common area to each of the models was the utilisation of existing training opportunities (courses, seminars and workshops) and, where necessary, the development of supplementary ones.  To discover what training opportunities were to be found across the region a database was compiled using the template at Annexe Four.
In the time available, only the most obvious and readily-available training and support organisations were approached. In total, twenty were contacted and fifteen replied.  The sample was further reduced to 10 (including a web-based service providing a database of opportunities), since 3 were currently re-designing their services and programmes and a further 2 concentrated solely on in-house or tailor made courses. (For full results see Annexe Four).

A further limiting factor to this exercise was that it coincided with the ‘wind down’ period preceding the summer.  However, we did find a wide range of topics covered, with a reasonable spread throughout the region.  It also became clear that a carefully-planned approach would be necessary to use the available training, with issues of accessibility possibly reducing the options available. A more comprehensive analysis would be needed to identify specific gaps in provision.

10.  Conclusions

The question the research set out to answer was how can governance in the voluntary and community sector across the North east be supported, sustained and improved in order to increase its capacity to meet future challenges?  
There are two elements to this: identifying the best methods for supporting, sustaining and improving governance and understanding the challenges faced by the VCS in the region and the main focus of this research has been on the former.

The context of the VCS within the region (see also 3.2 above) has been explored in more detail by a  separate research project undertaken for the Regional ChangeUp Consortium,
  and other studies, notably University of Teeside’s research into the changing funding environment.

The vast majority of VCOs in the region are heavily dependent on grant aid and two significant changes to grant aid will have an impact on VCO governance.  First, its predicted reduction: in 2004 the Community Foundation serving Tyne & Wear and Northumberland published a report, Future Funding, which calculated that grants for local charities were expected to fall from an average of £64 million a year in North East England to less than £10 million a year by 2006.
   Secondly, many grants (particularly from local authorities) are being replaced by contracts or service level agreements.  

In addition, if we look further to the future, the indication is that there will be a greater demand for VCS involvement in the delivery of public services.  Stressing the importance of “the government’s commitment to expanding the role of the voluntary sector in public service reform”, the Prime Minister recently launched a set of initiatives to improve the capacity of VCS organisations.  This further demonstrates Labours vision “for a future where private, public and voluntary sector providers can compete for contracts…”
 The involvement of the VCS in public service delivery presents a further challenge to VCOs’ strategic and governance development.

Though not all VCOs will be affected, together these changes will have an impact on the future sustainability of many organisations in the region.

Governance development has to be delivered against this backdrop.  The research findings suggest that the supply of governance support and development is limited and ill-equipped to serve a growing and increasingly complex demand. 

Traditional and accepted barriers to governance development are largely ‘supply side’ ones:

•  Time – delivery at the wrong time or simply lack of time

•  Money – no budget for board development because of lack of resources

•  Gatekeeping – decisions and access to available assistance determined by ‘another’ person/organisation.

Whilst all of these were found to be true, the research has also shown that a wider range of factors influence the process of governance development.  A complex set of dynamics were found on the ‘demand’ side.  To find the ‘right’ approach, individual skills and abilities, (group or) board development, the organisation’s stage of development and future aspirations, and the type of governance adopted all have to be considered.  In addition, the relation of these parts to each other may be affected by the environment in which the VCO operates.
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A further complication is added by the conceptual nature of the topic ‘governance’. Though individuals and boards require an understanding of the processes, methods or approaches for supervision, fundraising planning and many other topics, the governance role is (most often) to ensure these tasks are fulfilled to a required standard and within an agreed timeframe. Governance is therefore more conceptual than task-oriented and, while a skills development approach works well for task-oriented learning, it will have limited impact in developing conceptual understanding and thinking.  Equipping people, boards and organisations ‘to ensure’ something is done requires an altogether different approach than the ones currently on offer to boards and board members.

There would appear to be some distance between supply and demand in governance development.

Table 3
Supply and demand for governance development
	Supply
	Demand

	•  A shortage of time and money

•  Perceptions and attitudes of gatekeepers

•  Limited range of options and approaches
	•  ‘right’ approach, for ‘right’ type at ‘right’ time 

•  Individual ‘skills’ development

•  Organisational development

•  Long-term strategic approach


There is a crucial link between governance and organisational development and understanding this link will produce better results than treating governance development as an ’add on’, or simply something to ensure compliance with the law.

Opportunities currently available largely focus on individual understanding and skills training and, as a consequence, demand tends to revolve around requests for training in roles and responsibilities.  While such skills training may be useful to individuals, it is often difficult for participants to apply it their whole organisation or to their board and, on its own, it cannot impact on the quality of governance. 

The recent interest and, in some cases, demand for quality or performance standards has captured the interest of many organisations (both staff and board members) as it provides a systematic approach that can measure progress and achievement and this offers a clue to answering the question of how to improve or develop governance.

The research has shown that a systematic approach, developed on a case-by-case basis and taking account of varying organisational circumstances and dynamics offers the best approach to governance development.  The following three steps are necessary to create a governance development plan.

1.  Establish what is to be achieved (individual, board development or organisational achievement);

2.  Determine the need, using individual or board assessment, outside intervention or advice;

3.  Decide what approach is necessary to meet this need and achieve the desired outcome

11.
Opportunities

A range of opportunities can be identified as a result of the three models developed.

•  Board recruitment
Many VCOs find it difficult to attract good board members.  As a result there is common perception that there is a lack of potential board members.  In addition the development of good governance is affected by the quality of the board and its members.  As organisations develop the demand for skills and abilities within the board changes and new board members maybe required.  

For these reasons the establishment of a board recruitment service would be of interest to many VCOs across the region.

•  Training advisers

Two of the development models created were dependent on a prior stage of assessment, the production of a plan for learning and development, and on the co ordination of that plan.  Some funders carry out assessments of applicant’s governance and many local infrastructure organisations have advisers, however not all of them are confident or experienced in assessing the governance in relation to organisational plans.  There is an opportunity to improve and increase the number of advisers available to focus on assessment and co ordination of governance development.

•  A Governance Manual for VCOs

Distance learning materials described in Annexe Three have a value to VCOs, particularly those that have not yet connected with any of the networks or organisations providing support and advice.  A manual could be used in a number of different ways but would primarily act as a training and reference ‘tool’.  

There is an opportunity to publish such a guide however it is unlikely that enough copies could be sold to cover all the costs associated with writing and production.  A Manual would therefore need to be subsidised through sponsorship or grant aid.

•  Training and development brokerage

From the research there is both a demand and (some) supply of governance training and development opportunities.  However VCOs do not always know what exists outside their immediate area, and organisations are (sometimes) unable to maintain regular programmes without a ready supply of participants. 

Whilst a couple of systems for linking supply and demand exist, the focus for these is either, enterprise or management development in the case of the voluntary skills on-line database, or workforce development in the case of the LSC regional plan.

There is an opportunity to establish a brokerage service to work alongside existing initiatives and providers to create governance learning opportunities for VCOs. 

•  Development programme 

The research has clearly demonstrated the need for focussed and structured programmes offering targeted training and development opportunities for board members with their staff (as appropriate).  The research has identified several opportunities for programmes with different audiences defined by their stage of development and/or by the focus of their work.  The research has not been able to assess viability over time, this would be best achieved through the establishment of a pilot scheme, a part of which should consider how best to sustain a development programme. 

12.  Recommendations

Although the research did not set out to make recommendations the conclusions present a clear way forward and therefore the basis for continued discussion between FGG trustees, Governance Works, the Northern Rock Foundation (who provided a grant to carry out this research) and other potential funders.

A programme with an organisational development approach as described in Model B (see page 21 & 22), is an attractive option.  The assessment process would clearly identify those boards and organisations that are ready for a structured approach to building capacity to take their organisation forward.  It would also identify those organisations where the competence of board members needs to be addressed.  

In both cases organisations would be linked to good quality local support, advice and training, therefore utilising existing provision.  This approach would inevitable identify gaps and further needs for providers to tackle.  Developing good links with providers to ensure quality delivery would be an essential element of this approach and could help promote a stronger regional base for the continued support and development of good governance.

For those organisations that are ready to build capacity, the benefits would be found in:

•  The increased ability and skills of board members

•  The establishment and/or improvement of sound governance processes and systems e.g. financial reporting, understanding and scrutiny, recruitment and selection of board members etc.

•  A behaviour and practice embedded within the board demonstrating a positive contribution to organisational achievement.

•  Clarifying the boundaries and strengthening the relationships between staff and board.

•  Creating boards that operate strategically i.e. are focussed on the long term.
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Annexe One:
 Board member discussion group

Summary

The group was recruited from the Governance Works database.  The database contains names of individuals or organisations that have expressed an interest in governance over the past 4 years.  

Most participants had been ‘nominated’ by their organisation.  Only two of the group had previous direct contact with us.

The group contained a good spread of organisational type and size.  Organisations included a new project establishing a visual arts gallery in the centre of Newcastle, a society for owners of caged birds, organisations offering debt advice or advice on disability, and a umbrella organisation working to support other voluntary and community activity.  The majority of organisations were in the medium-sized bracket (up to £250,000 turn over).

Participants were generally quite experienced, the majority having been involved with (probably) multiple boards for three years or over.  Despite this experience, they showed some haziness about the legal status of the organisations represented.

There was an awareness of the need to think and work in partnership though only one person was from a partnership board.  

Their experience of support and development varied a great deal. Equal numbers had or had not received an induction but the majority could identify training opportunities.  One person listed 5 different training courses/sessions attended, while two had had none.  The types of training undergone could be categorised into three: legal issues, roles and responsibilities, and other specific skills areas.  In addition, specific events were mentioned; conferences, information seminars on specific topics, visits to other projects and forums.  

The support and development mentioned was disproportionate to the group’s experience.  For the length of time that many of them had been involved, you would have expected a much longer list of training or support experiences.  It was in fact rather ad hoc and suggests that, instead of looking for formal training opportunities, people are translating their experiences from one aspect of their life to another. Skills, for example, learned from employment are being applied to board membership and the majority are learning ‘on the job’.  This was a recurrent theme of the discussion.

The amount of time given to the board per month ranged from 3 hours to an estimated 200 hours!  However, the majority were giving up to 20 hours per month to board work.

Only two of the organisations represented had a budget for board development.

Participant Questionnaire

Each of the eleven participants was asked to complete a short questionnaire, to provide us with some background information on the types of organisations they were involved with and their experience as a board member.  The results are analysed here.

Participants organisations

Type:

Self help

2

Service delivery
4

Campaigning

2

Partnership

4?

Infrastructure

1

Although only one person came from a ‘partnership’ 4 people recognised that their organisations were involved in partnerships.  They were in effect involved in two different types of organisation. 

Size:

Small (up to £10,000)

3

Medium (up to £250,000)
7

Large (up to £100,000)
1

Legal status:

Unincorporated


2

Company limited by guarantee
4

Don’t know



7

In addition, nine had registered as a charities and only one had made decision not to be regulated in this way.

Participants experience:

Length of time involved as board member (years):

0-1
3

1-3
1

4-5 1

6+
5

Number of boards involved with:

1
2

1-3
4

4-5 4


The group contained a good spread of organisational type and size.  The participants were quite experienced the majority having been involved with (probably) multiple boards for 3 + years.

Support and development as board member

Induction

yes 
4

no 
6

Trained

yes
7

no
3

Topics

There was no comprehensive listing but information suggests the following categories:

	Topic


	Number

	Legal issues:

including employment, DDA, volunteers and the law, trustees, charity law
	3

	Roles and responsibilities:

- accountability and leadership, role of trustees
	2

	Specific skill areas

- fundraising, appraisals
	2

	‘Away day’
	1


One person could list 5 different training opportunities whilst 2 had none and 2 knew that they had received training but couldn’t remember in what.

Events attended (includes Conferences, Forums, visiting similar projects, events with focus on skills eg fundraising, events with focus on topics eg inclusion, disability):

Yes
 
6

No

4

Time given per month (hours):

3–10 

3

11-20 3

21-30

1

31-40

1

41–50

0

51–60

1

200

1

Does the organisation have a budget for board development?

Yes
2
No
8

One person’s view of what is needed

A list of areas of knowledge was prepared by one participant in advance of the discussion.

Roles of trustees/board members

Roles of board meeting, and officers

Role outside board meeting, codes of conduct when representing

Understanding the structure eg sub-committees, lines of accountability

Financial accountability, understanding accounts,

Funding out how it works, grants, SLA etc

Personnel and employment law

Relationships with staff - decision making – strategic / organisational – who’s responsible board or staff

Understanding the constitution/ mem and arts

Developing strategy

Monitoring activity

Annexe Two

Options for a framework for a governance or board manual

Creating a robust (and independent) organisation OR Getting the best from the board

Option 1:  

	Title
	Outline
	Content

	How well are we doing?
	An organisational health check that will help focus participants learning
	Focus on governance

	Who’s on board?
	Finding and keeping board members – the right people to do the right job at the right time
	•  Skills audit

•  Induction

•  Recruit and selection

	A job to be done
	Making sure that there is a real contribution from the board
	•  Organisational development 

•  Roles and responsibilities

•  Who’s managing whom

	Fit for purpose
	Making sure board members are equipped to do their job
	•  Strategy

•  Finances

•  Communication (internal and external)

•  Personnel/ relationships

	Board maintenance and development
	Making sure boards have their own systems and are able to manage themselves
	•  Board appraisal

•  Policies and procedures

•  Board development plans


Option 2:  Alternatively materials could be developed in 2 blocks

	
	Modules
	Content

	4 Core Modules
	1.  An organisational health check 

2.  Understanding organisations

3.  Getting to grips with your constitution

4.  Roles and Responsibilities
	•  focus on governance - directs learners to particular modules in second set

•  Brilliant AGMs

•  Job descriptions for board members

	4 Essential Learning areas
	1.  Strategy and direction

2.  Finance

3.  Communication

4.  Board development
	•  Understanding and acting strategically

•  Monitoring and Evaluation

•  Performance management

•  Reading financial reports

•  Understanding budgets

•  Asset management

•  Meetings

•  R&S

•  Board appraisal

•  Board development plans


Annexe Three
Existing learning opportunities for board members across the region

Does your organisation provide any of the following? (template used for gathering information)

	Topic
	Training
	Seminar
	Information
	Other

	Minute taking
	
	
	
	

	Company Secretary role
	
	
	
	

	Meetings skills
	
	
	
	

	Meetings planning – agendas, AGMs etc
	
	
	
	

	Chairing
	
	
	
	

	Roles and responsibilities
	
	
	
	

	Financial controls/ management
	
	
	
	

	Budgeting
	
	
	
	

	Developing policies and procedures for governance
	
	
	
	

	Recruitment and Selection for board members
	
	
	
	

	Strategic planning
	
	
	
	

	Leadership
	
	
	
	

	Understanding your constitution (governing document) and legal status
	
	
	
	

	Board appraisal
	
	
	
	

	Appraising senior workers
	
	
	
	

	Managing workers
	
	
	
	

	Team working
	
	
	
	

	Employment law
	
	
	
	

	Managing the board
	
	
	
	

	Monitoring performance
	
	
	
	

	Participation in governance
	
	
	
	

	Membership 
	
	
	
	

	Assets and investments
	
	
	
	

	Contracting and SLAs
	
	
	
	

	Partnership working
	
	
	
	

	Promoting your organisation
	
	
	
	

	Other topics?
	
	
	
	


To test the assumption that training opportunities were to be found across the region, a database was compiled using the template above.
In the time available only the most obvious and readily-available training organisations were approached to find out what is currently on offer for board members and their staff. Out of 20 organisations contacted, we received information and replies and information from 15 and the sample was further reduced to ten, since three were currently re-designing their services and programmes and a further 2 concentrated solely on in-house or tailor made courses.

Local and regional provision

There are one-day courses for both staff and board members available in (numbers indicate multiple opportunities):

- support and supervision

- employing people

- roles and responsibilities

- understanding constitutions and legal frameworks

- leadership

- strategic management

- minute-taking x 3

- financial management x 2

- meetings x 2

And for board members

- recruitment and selection of board members

National provision

There are one-day courses for both staff and board members available in:

- roles and responsibilities

- managing the board x 2

And for board members

- leadership

In addition, there is one management course available in the region over 12 months, with an optional qualification, which might include governance issues.  Topics covered are outcomes, a focused approach to planning, project management, employing people, implementing PQASSO, and choosing and using a quality system

There are also distance learning materials available in recruitment and selection, policies and procedures.

Annexe Four

Contributors to the research

Discussion group

Ada Mutrie 
Wansbeck CAB

Sheila Spoor 
Caged Bird Society

Betty Boal 
Rekendyke Initiative

Maureen Bickle 
NE Pensioners

Derek Thompson 
Castle Morpeth Disability

Alison Blackburn 
Newcastle Disability Forum

Shirley Ross 
Ouseburn Trust

Mark Henderson 
Chester-le Street CVS

Esther Salamon 
Waygood Gallery

Christine Lawler 
Chinese Arts Association 

Ranjana Bell 
FGG and Angelou Centre

Facilitators, trainers and consultants group

These were selected on basis of background skills and experience, to give a range of views on the development of a programme and also with an eye to developing a team for the delivery of such a programme.

•  Rhona Howarth

•  Shirley Otto 
 - teams, chairs/leadership, focus on small and medium

•  Cherie Edwards 
- strategy and direction focus on larger and more complex organisations

•  Angie Martin
 - financial management focus on small to medium organisations, outcomes champion

•  Rob Strickland 
- action learning sets

•  Christine Morrison

Advisers
Background research, discussions with colleagues/advisers and research for other projects provided the context for this discussion with the researchers (Rhona Howarth and Christine Morrison).  

Adam Wilkinson, previously an adviser with Northumberland Social Enterprise Partnership, who has been grappling with the question of how to strengthen governance in VCS organisations, chaired a session with us.

Annexe Five
Documents and research consulted

Capacity Building in the Voluntary and Community Sector in Tyne and Wear: Learning + Skills Council Tyne and Wear:  May 2003
Developing and integrated governance strategy for the voluntary and community sectors: The Foundation for Good Governance:  2004: for the Active Communities Unit, Home Office

Facing the Future: a Study of the Impact of a Changing Funding Environment on the Voluntary and Community Sector in the North East of England.  Robert Crow and Jane Ward, University of Teeside, 2006 

Invest 2006 campaign website  www.invest2006.org.uk

Lessons from the field:  supporting governance in small voluntary and community organisations,  Centre for Voluntary Action Research, Aston Business School, 2004

North East Regional Level Voluntary & Community Sector (VCS) Infrastructure Development Plan, Regional Level Infrastructure Consortium, 2004

North East Voluntary and Community Sector Skills Action Plan 2005 – 2008: November 2005

Performance Improvement and Governance Development for the VCS in the North East Region, The Foundation for Good Governance for Regional ChangeUp Consortium, 2006

The Contribution of the Voluntary and Community Sector to the Economic Life of the North East Region: VONNE:   November 2000.

The Role of the Voluntary and Community Sector in Service Delivery:  A Cross Cutting Review, HM Treasury, 2002
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�  The Role of the Voluntary and Community Sector in Service Delivery:  A Cross Cutting Review, HM Treasury, 2002


� ChangeUp Capacity Building ad Infrastructure Framework for the Voluntary and Community Sector, Active Communities Unit, Home Office, 2004


�  Invest 2006 Campaign web site.


�   VONNE:  The Contribution of the Voluntary and Community Sector to the Economic Life of the North East Region:  November 2000.


�   The definition of governance used here 


“The systems and processes concerned with ensuring the overall direction, supervision and accountability of an organisation.”  Chris Cornforth: OU


� Learning + Skills Council Tyne and Wear:  Capacity Building in the Voluntary and Community Sector in Tyne and Wear: May 2003


� The Foundation for Good Governance:  Developing and integrated governance strategy for the voluntary and community sectors: 2004: for the Active Communities Unit, Home Office


� Oxford English Dictionary:  Competent = properly skilled or qualified, capable of satisfactory or effective performance


� Performance Improvement and Governance Development for the VCS in the North East Region, 2006


�  Facing the Future: a Study of the Impact of a Changing Funding Environment on the Voluntary and Community Sector in the North east of England.  Robert Crow and Jane Ward, University of Teeside, 2006


� Invest 2006 Campaign website


� Promises, promises, Society Guardian, June 28th 2006
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