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The vision underpinning our Change Collective Strategy is of an equal,
diverse and inclusive profession, where everyone is the right fit.

THE OBJECTIVES WE HAVE SET TO ACHIEVE THAT VISION ARE:

For entry into the For progression and retention For fundraising to be,
profession to be within the profession to be and acknowledged to
diverse at all levels based on merit, and for there be, an equal, diverse

to be equal pay for equal work and inclusive profession
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HINTS AND TIPS TO START

YOUR RECRUITMENT JOURNLY

lzobel Michoel, Southslde Fomily Project’s sole fendroiser, ond Chortered fnsiftute of Fundrofsing Trustee ond member of the EDN
Committes, provides some kints ond Hes to storf your recruftment jommey based on her decodes of work with small chorlties.

DO AND DON'T LIST FOR SHALL CHARITIES PLANNING TO EHPLOY THEIR FIRST FUNDRAISER
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Offer flexibility in working arrzngements - considar part-time, flexible
days/hours znd remote working

Offer time 2nd support for training znd developmant slongside tha
fundraiser rode to build =kills, expartizs and professional develapment

Set realistic expectations for the new rofe, allow time for the fundraizer

to bzarm about the organisation, develop the casa for suppart, fundraising
siralegy and plan; and recognise that you will maed 1o prowide clear project
and financial information for tha fundr sisar

. Walug lived experianca, particularly related to your cause, and the sbility

to draw from parsonal exparience to bring insights to the organisation’s
fundraising and storytelling

Also racruit for fumdrsising eoperionce at a govarnance kval to kalp
support the siratagic developmeant and management of fundrzising

Devedop 2 plan to measwre cutputs and outcomes of this mew role
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Think that furdraizing i= easy - you'll need 1o nocrwit somaons with the
abilities neaded bo lead the fundraising for your organdsation and support
their ongoing traindng and development

. Focws on short-term financial return, but invest time in warking with the

fundraiser o dewelop the tools and resowrces neaded for effective long-
tarm fundraising

. Look for 2 ‘wall-connectad’ individual - expecting 2 fundraiser to bring a

flist of contacts is unrealistic and it's much mone effective to hin a strong
ralationship builder to build 2 supporter base committed to your cause

. Think that the fundraiser can work in izolation, they will nead 1o work

closely with your erganisation’s full team and particularly with the
CEO/Diractor

. Focuzs on a nead for formal or length of experience - focus instead on

ability, transfarabla skills and valoe less formal work experienca



HOW CAN YOU
CREATE A JOB
AD THAT
GOOGLE LOVES?

This is on extroct from a CherftyJob bBlog
written by Stephonie Dotto, Content ond

SED lead ot Charty.Jeb

Optimising youwr job ad for Google and tailodng it

to your candidates ano essentially the same thing.
Ultimately, all Google cares about is matching the right
content io the queries its users are searching. So, if
you put in 2l the information you think a candidate
would want 1o know zbowt your job, then you'na akeady
making it Boogle-friendky.

Put yoursalf in the candidate’s shoas. What would you
want to know about 3 job yown thinking about spplying

fior? Aimd what might intrigue you o karn more sbouwt
the organisation and chck “apply™

HERE ARE A FEW THMGS Y0l SHOULD ALWAYS
INCLUDE I\ YOWR JOE ADS:

= Lmcathon - Candidates like to calculate things
like commeute times and costs, and this halps
Google answer jobs near me’ guerios.

= Base salary - We know somatimes this can
ba a fricky one, especially for charities. But
salary is important to candidates, especially
if thery're Inaking o advanice in their caresr
or want to know how much they could make
shifting into the sactor. You don't always hawe
to make it visible om the front end, but a salary
ramge needs 1o be incheded when you post the
job {or else Google won't how it)

= il tithe - If you have 2 unigua job titlke (which
many charities often do), owr system will match
it to a standandizad job title which we share
with Eoogle. That means esars will still find
your role, even if they aren't szanching for thosa
gxact barms.

OTHER THINGS THAT CANDIDATES WANT

T KROW ABDUT:

+ Employment type - Ful time? Part time?
Contract? Make it clear right way.

+ Raquired skills - The more skills you inchsde,
the fastar 3 candidate will know if theyra the
right match for you.

« JJob bemafiis - What do you offer that other
cherities might mot?

+ Core values and company ethos - This
gives candidates 2 botter idaa of what your
charity cares about and what sorl of working
environment 1o sopect.

+ Equal opportunity statement - Show that
youre opan to hiding every typa of person




| LIVED EXPERIENCE |

DITCHING CVS AND
COVER LETTERS

This is on edited version of o blag writien
by Jonet Thorne, CEQ of Rewmch, In

Fabruory 2020, Tou can read the full
version of mochvolunteering. org. uk-blag’
ditching-cvs-ond-cover-lettevs Reach hos
bean experimenting with o new approoch
te recruliment: obondoning C¥s ond cover
letters m fovour of three focesed gresiions.
Its warked reclly wedl for us. The process wos
falrer and more effective, ond condidaies
Nked it tos.

Becruiting a strong team is one of the most impaortant
things to get right, especially for a small charity. 've
rawar been happy with traditional methods: apphication
forms are cumber some and shorthisting from CVs and
cover [etbars saoms too subjactive and inefiactive. Too
often, Fve found that 2 great applicant turns info 2 poor
intervizwee, or | worry that we missed someons with
pabtential beczusa of the volumea of wards we had toresd.
I was keen 1o try 2 more objective and focused process.

The approach that we followed is essentially borrowed

from &pplied heapplied. com) who maka their excellent
resources available for frea.

We usad this zpproach 1o recruit for two wery different
rodes: a service administrator and 2 head of service.

We homed in on the essantial atributes (a mix of
shills, exporiance and gualities] and dewveloped threa
guestions designesd to draw owt thosa attributes. 'Wa
put the=sa guastions up on Survey Monkey and put this
on the job adwer is. Wa asked for contact details and
CVs: we kept this data hiddan whan shaortlisting.

We raviewed all the applicants’ answers to each
guestion in turn, 2nd scored all of tham, bafore moving

om to the nexd guestion and so on. 'We then shortisted
for interviow, based on these scores.

“Too often, I've found that
o great applicant turns into
a poor interviewee...”

REDUCING BIAS

Uinconscious bias tends to creep into the selectian
process. Doing it this way removes much of this bias at
the application stage:

Blinding - by viowing answer s without zny othar
contextual data, you are forcad to judge candidates
on their answars ondy

Chumking - by viewing answars in isolation, you
avoid the halo’ effect whare you start marking 2
candidate up {or down) Bacawsa you feal strongly
about their previous answars

Randomisathom - by viowing answers in different
ordars, no one candidaba gets unfaidy penalised

by Fatigue.



| ENTRY LEVEL ROLES

One of the woys you con ncrocse the
diversity plpeline is to grow your tolent
with on octive approoch fo diversity.

Dur Director of Individuc] Hembership,
Compllamce and Professlonal Development,
Hlex Xavier, seis out the routes into the
profession. This mirrovs the guidonce
dewaloped for candidates.

INTERNSHIPS

Many charities in the sector offar paid internships

fior those who want to gain exparience of working

im Fumedr zising. Internships are usually shork term

and provide exparienca of what ifs ke (o work ina
professional ervironment. You may start the inbarn on
2 ranga of administralive tasks such as minute taking,
data entry, handling supplier invoices and responding
to emails before moving onto oppor tunities 1o develop
shills in spacialist areas such 2= supporier siewardship
and digital

Intarns hawe righis and should never bean seen as
free or cheap ways to Fill gaps in yowr tezm. Unpaid
internships (and full, or near full time volunteering) are
mot financizlly accessible options for most peopla.

GUIDE POMTS

. Review your policy and procedures for interns to
include payment 2t the national minimum wage, at
lezst, o the living waga.

2. Makz sure you hawe a plan for racruiting and
supporting an imlern or growp of inkerns; provide
them with a manager and regular suparvision.

3. Consider inbarnships designed for returners to the
warkforce, disabled people and peopla from lowsar
socic-aconomic backgrownds.

L. Provide interns with skills devalopment oppor tunities
boyond basic administration

i

B2 sura to familiarizs yoursalf with the gpowarnmeant’s
guidance on internships:
oov.uk femployment-rights-for-intarns

E. Be clear sbout progression oppartunities, how o
access them and feadback if they ane unsuccassiul in
petting a parmanent job.

7. Get feedback from current inbarns and thosa masing
on before recruiting new inferns.

8. Agree areference with them.

APPRENTICESHIPS

Apprenticaships allow someone to undertake paid
employment and professional training at the same
time. In undertaking an apprenticaship, the apprentice
will work ver y closely with you as the employer and an
approved training providar 1o gain knowladge, develop
skills and hone bahaviowral traits over the duration of
the aipprenticaship.



WHAT DID YOU DO IN THE CRISIS?

» You may be tempted to ask candidates to tall you what they did in the
crisis, think carefully what you want to know and why - does it 2dd to your o
undarstanding of their competance? ¢ -
« Be aware of potential bizs towards candidates who worked through, /
volunteerad, took up training cowrsas - not avaryona will hawve had the CO
choice, time or capacity. S’:q /?o
« Candidatas who were not furloughed may have bean given additional 'ol?o 7{’ oq ;~/qu ‘//
responsibilities and will naturally want to present this. These opportunities *s:q L 5(7.#0 QU
may not have been spraad evenly across all equality groups. < ‘lV 7»5446 S
~ Be sensitive to candidates who were furloughed: it may not have bean 63‘ ’Vﬁs
their choice; they may hawve bean shielding: they may have had caring
responsibilities.
- Some candidates will hava lost friends of families to Covid-19 and may not
want 1o talk abowt this tima. -2
« Some paopie will have lost their jobs, or have been in the group of new g"
starters not efgible for furfough.
RECRUITMENT DURING AND AFTER THE CORON AVIRUS CRISIS
We ail have new perspactives about what our work is, what it needs now and we're Falling back into old ways of working after the crisis is over may be tempting but
buzzing with ideas and worr i2s about what the future opportunities and threats will you will lose the opportunity to make changes to your equality, divarsity and
ba. We've had to kearn 2 whol2 new language for HR (furlough) and working from inclusion intentions on recruitment and not entrench existing inegualities. You
home (Zoom or Teams, anyon2?). Some organisations may have temporarily halted will have to recruit again and the Covid-18 crisis provides you with the knowladge,

recruitment but others have continued. experienca and skills to do it differentiy.



POLL:
WHICH OF THE

FOLLOWING ARE TRUE
FOR YOUR
ORGANISATION?

1. We have a dedicated fundraising role (whether filled or not)

2. We have used fundraising consultants or freelancers

3. We are thinking of recruiting a consultant or an in-house fundraiser

15



Breakout discussion

Where to advertise a role like this?

1)

2)

3)
4)
5)
6)

7)

Local trust and foundations part-time
consultant

Local statutory sector part-time
contracts fundraiser

Regional or national consultant
Ad-hoc face to face fundraiser
Permanent full-time fundraiser
Temporary full-time fundraiser

Ad-hoc support for fundraising
related tasks

Think about:

* \What you need from
the role — what is most
Important?

« Similar roles and salary
points

* All recruitment routes

16



Follow up resources and
further reading

Suggested next steps:

e Read the Recruitment guide for Small Charities and share with
your team / board

e Join your local Chartered Institute group for advice and to make
connections

e Join Fundraising Chat on Facebook to talk to fundraisers
possibly looking for roles

17


https://ciof.org.uk/about-us/what-we-re-doing/equality,-diversity-and-inclusion/recruitment-guides
https://ciof.org.uk/about-us/groups
https://www.facebook.com/groups/FundraisingChat

Follow up resources and
further reading

Other guidance:

e CharityJob — Diversity in Charity Sector Recruitment: A Hiring Guide

e Furloughed Fundraisers Facebook group — private, but send the admins a message

e Cranfield Trust - free guidance and advice on HR and management

e Evenbreak - recruitment site for disabled jobseekers

e Diversifying - job board for organisations that are committed to creating inclusive and
diverse work cultures

e Yourlocal CVS, Voluntary Action or Third Sector support organisation will have
advice, job boards and sample templates and policies — find groups near you with this

map

e National Lottery Community Fund — signposting to lots of resources, broken down by
cause

e Money4You - #BrunchBriefings on Fundraising (free for BAMER-led orgs)

18


https://recruiternews.charityjob.co.uk/resource/diversity-in-charity-sector-recruitment-guide/
https://www.facebook.com/groups/229754464809011
https://www.cranfieldtrust.org/pages/45-management-consultancy
https://www.evenbreak.co.uk/en
https://www.diversifying.io/
https://www.google.com/maps/d/edit?mid=1GIQLu5tnfFFgiztxvHkXLculKDxosyR-&usp=sharing
https://www.tnlcommunityfund.org.uk/insights/covid-19-resources/responding-to-covid-19/networks-and-peer-support
https://www.money4you.org/events/

O Chartered (7  \

{ Small

Institute of =)

Fundraising N/
N\—7,

Resources and further guidance on this topic,
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