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ABSTRACT

Since the publication of the Wolfenden Replne Future of Voluntary
Organisationsn 1978, the UK voluntary sector has grown expdiaéy and
become an important actor in the delivery of welfservices. In this thesis, |
examine women’s reported experiences of paid apdidrwork within this sector. |
investigate why women continue to outnumber meheénsector’s workforce, and
identify the ways in which voluntary-sector workgendered. To do this, | draw on
twenty-eight semi-structured ‘work history’ inteews with women who were
volunteers, paid staff or both within voluntary angsations in Bradford, West
Yorkshire.

The analysis is split into three chapters. The &splores women'’s initial
engagements with the voluntary sector and pinpoirggimes in women'’s lives
when they are more likely to enter into either paidinpaid work in the sector. The
second focuses on working conditions in the seetwd, examines what factors make
voluntary-sector work both desirable and possibierfomen. The third discusses
how the voluntary sector has developed since 18d&aw these changes have
impacted on its predominantly female workforce lmatparticular focus on changes

since the 2008 financial crash.

Unlike previous research, this thesis focuses omevds work in the voluntary
sector specifically. My findings demonstrate thalmtary-sector work is

particularly accessible to women and more aligroetthéir work prioritisations,
career trajectories and lifestyles. | also diseusat the persistence of gender

segregation in the sector means for the women wdré within it.
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CHAPTER 1.INTRODUCTION

In this thesis | investigate women'’s reported edgreres of paid and unpaid work in
the UK voluntary sector. In 2012, | conducted twesight semi-structured ‘work
history’ interviews with women who were voluntegrajd staff or both within
voluntary organisations in Bradford, West Yorkshldsing this rich data source, |
analyse how women discuss key aspects of their iwmdike sector. This includes
their motivations, points of entry into the sectmd career trajectories. Applying
gender as the main category of analysis, | focusluat these accounts reveal about
working conditions in the sector. | also use themiews to explore the development
of the voluntary sector over the last forty yeard ask how this has affected its

volunteers and employees.

When | first proposed this research in Decembef201fe voluntary sector looked to
be on the brink of change. After years of growtdemNew Labour, the 2008
financial crash and subsequent recession had usheaenew wave of austerity
politics. The Conservative-Liberal Democrat coahtigovernment was in its infancy.
Cut backs to the welfare state were already taglage and the ‘Big Society’ slogan
of the Conservative Party’s 2010 election campaigs still ringing in the ears of
many. My reaction was to ask how these changesdimpact on the voluntary

sector and its workforce.

My interest in the voluntary sector and its work®istemmed from two previous
research projects. My undergraduate dissertatiomsed on women and
philanthropy in nineteenth-century England. Ir asked why philanthropic work
was so popular amongst middle-class women and whetmot this work could
improve their social and political position. | céuded that participation in these
semi-professional work environments did have themqtal to erode some of the
restrictions placed upon women within the publibese, offering them a degree of
freedom and autonomy. For my Masters dissertatmmntucted an oral history of
the women'’s liberation movement in Bradford. Witktrs, | began to study feminist
organisations, such as Women'’s Aid and Rape Cudigh had developed in the



1970s and 1980s as part this movement. Aside fham political motivations, |
became interested in the experience of formingkemog part of what were initially
very small, women-only organisations, and the iteomsfrom informal political
groups into fully-fledged registered charities.h&tigh the realities of their lives
were very different, | saw some parallels in theiwations of both sets of women.
For both the Victorian philanthropists and womdisrationists, voluntary work
was a site to effect political and social change @m opportunity to feel socially
useful and valued within an unequal society. Sthes, my aim has been to explore

the association between women and charity workéurt

Women continue to be more engaged in charitablé& Wamn men. In 2014, women
were over-represented in the voluntary sector’d pad unpaid workforce (DCLG,
2009a; Teasdale et al, 2010; NCVO, 2014a). My pryma@search objectives were
therefore to explain their preponderance in tleklfand to ask what voluntary-sector
work offered women today. Is the work itself inhathg gendered? Are the

traditional associations between women, caringcadlity still relevant? What is it
about women'’s lives which makes work in the voluptector both desirable and

possible?

Despite its recent expansion, the voluntary sdetoerm which will be defined and
discussed in the literature review) still employtyca small proportion (2.7 per cent)
of the entire UK workforce (NCVO, 2014b: n.p.). Mpproach in part uses the
voluntary sector as a microcosm to explore issfi@men and work more
generally. Through analysis of some of the spediind possibly unique, qualities of
work in the voluntary sector, | explore the waysvinich certain kinds of work can

be more compatible with the realities of womernve4.

Whilst relatively few women in the UK engage ingbaiork in the voluntary sector,
volunteering is a much more common experiencs. dstimated that in the UK there
are 15.2 million people volunteering at least oagaonth, and 23.1 million
volunteering at least once a year (NCVO, 2014c)nAzcording to a Department
for Communities and Local Government (DCLG) sureegducted in 2008/9, 42



per cent of women formally volunteered at leasteoagear compared to 38 per cent
of men (DCLG, 2009b). Given that most women’s eigrare of work in the
voluntary sector is via volunteering, examining tiaeratives of volunteers is

essential to understanding how that work is acckasd experienced.

My research therefore focuses on the experiencbstbfvolunteers and paid
employees. | have chosen to define both groupsili@ment in the sector as work,
not to claim that they have the same experiendgntarder to indicate the
commonalities in the way their work is organised amat it can offer women.
Although pay usually determines what is defineevask, work covers both paid and
unpaid activities, particularly for women (Tayl@Q04, 2005; Sayer, 2005). | have
chosen to side-line the paid/unpaid distinctionaose it ultimately devalues unpaid
work and because this distinction has also beelitivaally highly gendered. To
reduce the concept of work to paid employment aapdrticularly unhelpful when
discussing engagement with the voluntary sectdrraakes invisible the labour
done by volunteers (Taylor, 2005: 122).

It is also important to recognise that the chavgeish have taken place in the
voluntary sector over the last forty years, angdarticular since 2008, have affected
both paid and unpaid workers in the voluntary sedbe maxim of the ‘Big

Society’ concerned both groups, even if in difféneays. Gauging a range of
experiences has enabled me to have a broader ptvepen these changes. | wanted
to test some of the assumptions about why peogagmin voluntary work (paid

and unpaid). Those who work in the sector are aftgarded as more caring and
more altruistic than the rest of society. It was &y to look beyond these
assumptions and discover how my participants gotitere they were, the choices
they made and the circumstances that propelled thienthis work, whether they

were currently paid employees, volunteers or both.
This thesis is divided into six chapters. In tmgoduction, | will move on to
examine the existing literature on the voluntargtee drawing attention to what is

missing and discuss where my research fits int@xiigting work. 1 will focus on
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how the voluntary sector has been defined and Wasbeen written about who
works in the sector, their motivations and expergsn | will also review some
general literature on women and work, as thissgaificant aspect of my research.
In the second chapter | discuss my methodologyrasgarch perspective and its
impact on my research. | will explain my researehisions, the ethical
considerations | took into account and some speisisiues which emerged within

the interview process.

The analysis of my empirical data is split intoetiaichapters: ‘Making Choices?
Initial Engagements with Voluntary Work’; ‘Flexiltty, Fluidity and Freedom:
Working in the Voluntary Sector’ and ‘Voluntary $SecChanges 1978-2012’. In
Chapter 3 ‘Making Choices? Initial Engagements \tlia VVoluntary Sector’ |
discuss when, why and how the women I interviewestl €ntered into paid or
unpaid work in the voluntary sector. | examine tteairly histories of voluntary work
and the most prominent motivating factors. By facg®n the stage in life when my
participants entered the voluntary sector, | retlealcomplexities of women’s
orientations to work. In Chapter 4 ‘Flexibility, ity and Freedom: Working in the
Voluntary Sector’ | discuss the interviewees’ exgeces of work in the voluntary
sector and explore the alignment between the wgr&nvironments of voluntary
organisations and women'’s lifestyles. | also disa@me of the negative aspects of
work in the sector for women. In Chapter 5 ‘Volugt&ector Changes 1978-2012’ |
analyse how the voluntary sector has changed #ivecpublication of the influential
Wolfenden Report in 1978 and how these developntents impacted on its
workforce. | pay close attention to the period 2Q082, examining how the 2008
financial crash, subsequent recession and the fmmaf the Conservative-Liberal
Democrat Coalition government in 2010 put the seetaler a new spotlight and
increased pressure. In the conclusion, | draw teggehe different strands of my
research. | suggest that whilst work within thigtigely new and constantly
evolving sector is potentially more accessible emavenient for women, it is not
without its drawbacks, contributing to the contidugnder segregation of work, and

to the entrenchment of gender norms.
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Literature Review

The purpose of this review is to discuss key them#sn the existing literature on
work in the voluntary sector in the UK. | examim@ahthe focus of these discussions
has changed over the last forty years and idewfifgt is missing. | will first discuss
attempts to define the voluntary sector, and wiappears to have become
increasingly difficult to produce a singular defian. Secondly, | will consider the
voluntary sector’s relationship to the state, priljdecause it features so
prominently within the literature. Since the foafany thesis is on the people who
work in the voluntary sector, | shall, thirdly, emene what has been written about the
demographics of people who volunteer/work in thiintary sector, and if these
have changed over time. Fourthly, | shall dischesmotives of those who
volunteer/work in the voluntary sector, examiniraytthe literature discusses the
reasons why women in particular become involvedbiintary organisations and
their experience of this work. Finally, | will exame what has been written on
women and work generally, focusing on debates atg@mder segregation and the
feminisation of labour. | will suggest what my rasgh on women who work in the

voluntary sector can add to this literature.

What is the Voluntary Sector?

There has been much debate as to how the ‘volus&atpr’ can best be defined
(Marshall, 1996; Taylor and Langan, 1996; Courtr&802; Kendall, 2003). Whilst
it is generally agreed that ‘voluntary’ is the mappropriate term for this diverse
and sprawling sector, other terms commonly useldidiec the charitable sector, the
third sector, the non-profit/not-for-profit sectmmd the voluntary and community
sector (Kendall, 2003: 6; Paxton and Pearce, 26009:he word ‘voluntary’ seems
to be at odds with the number of paid employee8,@0Dfull-time equivalent paid
staff in 2012) working within this sector (NCVO, 24b: n.p.). Morris (1969: xvii)
describes voluntary workers or volunteers as ‘peagio undertake unpaid work for
the community as a whole or for individual membarg’. Holme and Maizels

(1978: 17) suggest that the term ‘voluntary workegan to be used more widely

12



when, following the Second World War, state welfarevision expanded
dramatically and it became necessary to differemnbatween paid professionals and
unpaid volunteers, and to demarcate their ‘respesipheres of influence’. Most
commentators now take the view that whilst a ‘véduy worker is unpaid’, a
‘voluntary organisation may use both paid and uthpairkers’ (Johnson, 1981: 13).
However, there is still some dispute as to whettheisector can strictly be called
‘voluntary’, given the high numbers of professioaall paid workers it employs
(Courtney, 2002: 37). There also is a differen@alr between formal volunteering,
activity which takes place within a formal voluntarganisation, and informal
volunteering which takes place outside of any fdronganisation. This could

involve neighbourly help or caring for a friendfamily member (Morris, 1969: 213;
Anheier, 2005; Milligan and Conradson, 2006: 3)spite these complexities, the
main causes of concern within the literature ceotrgvhat makes the voluntary
sector distinctive from the private and public sestand how, considering its
diversity, the differences in scale, method, amasaithe umbrella term ‘voluntary
sector’ can effectively incorporate and represetlisparate, often unrelated, set of
organisations. Paxton and Pearce (2005: 6) arguetbanisations should be seen as
part of the voluntary sector if they are ‘neithartpof the state nor in the private
sector’. However, although the voluntary sectorupies a place between the private
and public sectors, it is intrinsically linked todashares common features with both
(Oerton, 1996a; Lewis, 1999; Kendall, 2003).

In the 1940s, the sector was described as an driea was free of state control, and
although voluntary organisations were expectecetfopm tasks on behalf of the
state, there was a belief that a degree of indepeedand autonomy should be
retained (Bourdillon, 1945: 3; Beveridge, 1948:18)1962, Morris (7) offered a
similar definition, describing a voluntary orgartisa as ‘independent of statutory
authority which makes and carries out its own podind controls its own funds'’.
Gladstone (1979: 4) described voluntary actiorhasdntithesis’ of statutory action
which is activity carried out ‘under the aegis @4l or central government and their
associated agencies within the framework of stayutbligations laid down in

13



legislation’. In contrast, voluntary organisatiei®uld be independent, ‘established

and governed by their own members, without extematvention’.

Since the 1970s, the link between the state anddlmmtary sector has strengthened,
evidenced by an increase in the funding of volynteiganisations by both central
and local governmentsSome argue that the sector’s autonomy can be \wedKey
this kind of financial dependence (Hatch, 1980; &tgkL993: 124). It does appear
that this relationship has become more complexnaost researchers agree that, over
the last thirty years, those in the voluntary sebtove been expected to act more like
their counterparts in the public sector, demonstréty tighter regulations, the
striving towards greater professionalfstihe push to be driven by ‘consumer needs’
and the use of buzz words like ‘choice’ and ‘e#fiaty’ (Deakin, 1995; Taylor et al.,
1995; Russell and Scott, 1997; Lewis, 1999: 260riblat al., 2001; Kendall, 2003).
This was, in part, a direct result of the growtrad€ontract culture’, which Sheard

(1995: 125) considers to be a defining feature elfave delivery since the 1980s.

Margaret Thatcher's government ‘opened up’ welfaran attempt to create a
‘mixed economy of care’, allowing private, profitaking and voluntary agencies to
be contracted by the state to provide welfare. Soave argued that this made the
division between what can be considered ‘publigfivate’ and ‘voluntary’ even less
apparent (Finlayson, 1994; Prochaska, 2006). Fsolay1994: 399) suggested that
the experimentation with a ‘mixed economy of caéctively created “quasi-
markets” within state-financed services, which ired a greater recognition of, and

role for, the commercial sector’, cultivating arveanment driven by results and

Lt is difficult to make a direct comparison, amflation must be taken into account but, as an
example, central government grants to welfare alynorganisations increased from 19.2 million in
1974/75, to 28.0 million in 1975/76, to 35.4 mifliin 1976/77. In 1992, local governments granted
£588 million and between 2001 and 2002, £.2.0%hbilvas given by central government and £1.87
billion by local authorities to voluntary organisats (Finlayson, 1994: 322; Wolfenden Committee,
1978: 255-6; Etherington, 1996: 15; House of ComsnBGammittee of Public Accounts, 2006: 3).

2 Professionalism and professionalisation are useighout this thesis to denote the formalisatibn o
voluntary work and organisations, and the adoptiomore professional organisational practices,
such as employing trained, specialist staff. A eane the voluntary sector is not regarded as a
‘professional occupation’ because, for exampldpis not require a professional education and its
workers do not have to be registered with an inddpet professional membership body (Taylor and
Garrett, 2008).
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targets. By the mid-nineties, some thought thatdbecept of distinct public, private
and voluntary sector sectors [was] becoming modemaore inadequate’, particularly
within the field of community care (Taylor et @995: 59). As the three sectors
were put into direct competition, they inevitablscme more homogenous, and
some claim that the voluntary sector lost part®ftlistinctiveness and independence
as a result (Billis, 1993: 14; Kendall and Knap@9a.: 232; Deakin, 2000: 255).

It has been argued that the voluntary sector cadebeed by what it is not; ‘there
can be little disagreement that profit making eselian organisation from the
voluntary sector’ (Hatch, 1980: 29). Milligan andr@adson (2006: 3) state that the
voluntary sector encompasses organisations thaftoaneal, non-profit distributing,
constitutionally independent of the state and gelferning’ and that while these
organisations can employ paid staff and receivdifpmfrom the state they should
‘act for public rather than shareholder benefitetfor some this remains a
complicated issue. Over the last twenty years, awelseen a substantial growth in
the number of social enterprises (an estimatedd62y©2007), which often come
under the ‘voluntary sector’ banner, although tbay be for-profit and use
commercial models (Spear, 2001: 252-255; Bucha2@h): 7-8; Lyon et al., 2010:
1).

Cooperatives, mutual aid organisations and friesdlyieties also fall into a grey
area as they are usually structured to benefietd® contribute to them, rather
than outsiders. Kendall and Knapp (1995: 91) rentfzakit is particularly hard to
draw a dividing line ‘between member serving or maliaid and primarily public
benefit or altruistic organisations’. As early &8, the Wolfenden Committee
described what they saw as the blurring and crgssithoundaries of what makes
voluntary organisations different from statutorgnmumercial or informal
organisations, using housing associations and tsiiies as examples (Wolfenden
Committee, 1978: 31-33). In 1996, Taylor and Lan(&h5) observed that
organisations which would loosely be categorised@sntary’, such as housing
associations, now considered themselves to beoptre ‘business world’, and had

modelled themselves accordingly. Furthermore, stwemmentators have
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highlighted that many charities, particularly largaes, invest money in the
corporate sector and use this to fund their wadbier than relying on individual
donations and government grants alone (Leat, 1PB8B: Whelan, 1995: 73).
Therefore, whilst the majority of organisationshiitthe voluntary sector remain
not-for-profit, the existence of social enterprigbge way in which many voluntary
organisations now follow a corporate example, dedvtidespread practice of
making commercial investments, has complicategitieire somewhat. The
financial distinctions which once separated thaimtdry and private sectors are less

obvious.

One of the reasons why it is difficult to grasp wheakes the voluntary sector
distinct from the public and private sector isdigersity, and this has proved
problematic for researchers in the field. Thisos & recent development; in 1978 the
Wolfenden Committee (1978: 2) contended that ‘vtdmnaction in Britain covers a
myriad of different activities undertaken from matifferent motives’ and that ‘it is
not helpful to imply that there is anything likeuaified voluntary “movement” with
a common philosophy guiding its work’. Taylor ananigan (1996: 22) argued that
the voluntary sector looks different dependingwhére you come at it’ from, as
some people might describe it in terms of ‘largademold name charities’ whereas
‘others refer to countless small community and-kelp groups, run purely on
voluntary effort’ and each person will have ‘diéat expectations of what it should
do and where it fits in society’. The differencessize, structure and who is
employed (the number of paid employees comparddtivé number of volunteers),
means that voluntary organisations vary considgré®dxton and Pearce, 2005: 6;

Taylor and Langan, 1996).

Their broad range of objectives is another facardnsider, as what influences an
environmental agency may not be significant foealtin project or an arts group
(Taylor, 1996: 13-14). Furthermore, although we leaigely equate the voluntary
sector with ‘charity’, not all organisations whiahe nominally part of the voluntary
sector can be defined as charities by the Chawotyi@ission. This can be due to

financial and legal reasons, as for instance irc#ise of cooperatives, mutuals and

16



social enterprises which are ‘borderline’, or bessaaf what an organisation does,
whether it is linked to political campaigning oragrade union (for example)
(Johnson, 1981; Kendall and Knapp, 1995; Salamdnfaeier, 1997). For
instance, until 2006 Amnesty International could @ registered as a charity,
because the Charity Commission did not recognsetthcampaign for the
advancement of human rights was in itself a chaletpurpose (Hanvey and Philpot,
1996: 2; Courtney, 2002: 37). Researchers in #ld fiave responded to these
complexities accordingly. Salamon and Anheier (1997j argued that the voluntary
sector in the United Kingdom is, in legal termsb&wilderingly confused set of
institutions with poorly defined boundaries’ whish'not easy to specify with any
real precision’. Kendall and Knapp (1995: 91) reddrto the voluntary sector as a
‘loose and baggy monster’ whereas Ralph Dahrer(doKendall, 2003: xiv)
considered that ‘what has come to be called thentaty sector is in fact a
delightfully creative chaos’.

The voluntary sector has never been an easily elbftategory, particularly when
including organisations such as cooperatives andai(Hatch, 1980). However,
over the last forty years some of the features whive been traditionally associated
with the sector, e.g. autonomy from the stateanele on voluntary workers, and
separation from commercial ventures, have dimimsAdéthough the voluntary
sector can generally be defined as ‘something wisiébr the good of society’
(Courtney, 2002: 37), this in itself does not mdldistinct from the public sector,
nor the private sector, especially in view of tktermpts to create a ‘mixed economy
of welfare’ and the subsequent rise of a ‘contcaitture’. Some have suggested that
using the term 'social economy’ may be more appabgr This refers to
‘organisations which run as efficient businessdsére ‘their prime interest does not
lie in profit-maximisation but in building sociaapacity’ (Amin et al., 2002: 1;
Davis, 2010). | have decided to use the term ‘viaslnnsector’, which although not
ideal, best defines and incorporates the organisaiivhich | have focused on,
registered charities. Consideration of what is nhégrthe ‘voluntary sector’ is a
useful exercise in itself. It is clear that its me@ has shifted over time, and that it

does not occupy a stable place in society. Whaissing from the literature are the
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personal accounts of those working within the seatal their responses to these
structural changes, which this thesis seeks toesddisee Chapter 5).

Relationship to the State

| have briefly discussed how the existing reseanealps a changing view of the
voluntary sector in relation to the public and pte; but | will now examine its
relationship to the state in further detail, chydfecause it features so prominently
within the literature. Kendall and Knapp (1996:sRpgest that ‘the relationship
between the state and key parts of the voluntartpslas always been essentially
symbiotic, and characterised by mutual dependeisstussion about what this
mutual dependence entails, and what the exactenafuhis relationship should be,
has, unsurprisingly, changed over time. The welésage was established in post-war
Britain to provide ‘cradle to grave’ social insucanranging from Family
Allowances (renamed ‘child benefit’ in 1977) to @de pensions (Harling, 2001:
155). Although some voluntary organisations weptaeed, notably voluntary
hospitals by the NHS (National Health Service),gbetor continued to have a
significant role (Deakin, 1995: 42-3; Thane, 20H9wever, the merits of voluntary
action began to be contrasted with the apparelirési of the welfare state during
what has been referred to as the ‘rediscovery végy in the 1960s (Gladstone,
1979: 25). One of the publications which best repns this sea-change is Audrey
Harvey'sCasualties of the Welfare Stqte960) which suggested that the ‘welfare
state “safety net” was failing to catch large nunshaf people and this sparked off
vigorous debates’ (in Gladstone, 1979: 25). Brid@lASmith and Peter Townsend’s
The Poor and the Poore§l965) was also significant, estimating tias million
people were still living below the official povertine, and Ken Loach’s television
play Cathy Come HomgL966) revealed the widespread problems of horseéss in
Britain.? These texts played a central role in the formatibthree major charities,

the Child Poverty Action Group, Shelter and Crfsis.

% Cathy Come Homwas a television play broadcast in 1966. Diretigéen Loach, it portrayed a
family’s slide into homelessness and poverty, usintpcumentary style. The play stirred up public
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It was within this environment that Mary Morris pishedVoluntary Work in the
Welfare Statén 1969, which focuses specifically on the voluptsector’s
relationship with the welfare state. Morris suggdshat after the welfare state was
established, many people were ‘led to think thatdays of voluntary action were
over, since it was commonly thought that the stadald provide for the needs of all
of its members “from the cradle to the grave™ (Msy 1969, xiv). She explained
that this attitude was ‘short-lived, and it is ngenerally agreed that voluntary
societies and voluntary workers are as active antlanerous as they have ever
been’ (Morris, 1969, xiv). However, Morris was lahg optimistic that the welfare
state can expand to meet the needs of societyestimdates that less will be required
of voluntary workers in the future (Morris, 196%425). Unlike Morris, the Aves
Committe& report, also published in 1969, took the view thatstate could not
provide a comprehensive social and welfare sewitigout the aid of voluntary
workers, arguing that ‘social services have becomee comprehensive and
complex than ever before’ and expressing ‘doubtsiithe wisdom — even if it had
been practicable — of trying to meet all these sd®dthe use of paid staff’ (Aves
Committee; 1969: 16). Instead, the Aves Committ@@®mmended that stronger
partnerships be formed between statutory and vatyrstervices and that volunteers
should directly participate in the social serviceemplementing the work of paid
staff’ (Aves Committee, 1969: 195). Although Morasd the Aves Committee held
some contrasting views, they demonstrate thatdleeof voluntary workers within

the welfare state was coming under increased sgratithis time.

outrage about the plight of homeless people anddstrated ‘how far drama could influence the
political agenda’ (Duguid, 2014, n.p.).

“ Child Poverty Action Group is a registered chatftgt was set up in 1965. It works to ‘end poverty
among children, young people and families in the (@hild Poverty Action Group, 2014, n.p.).
Shelter was founded in England in 1966, and ismadiessness charity which campaigns on housing
issues. It was launched days after the broadc&3athly Come HomShelter, 2014). Crisis is a
charity founded in 1967 and focuses on single hessepeople and also campaigns around
homelessness and housing (Crisis, 2014).

® The Aves Committee was set up in June 1966 biN#i®nal Council of Social Services (later
NCVO) and the National Institute for Social Worlairing and was chaired by Geraldine M. Aves.
The committee’s objectives were ‘to enquire inte tble of voluntary workers in social services and
in particular to consider their need for preparatio training and their relationship with professb
social workers’ (Aves Committee, 1969: 15).
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It was not until the late 1970s that growing ‘pcld disenchantment’ with the
welfare state really manifested itself within titeriature (Gladstone, 1979: 21).
Commentators began to question the limitationfiefvwelfare state, expressing
doubts about a ‘uniform provision’ and concernswhocreasing bureaucracy and
centralisation (Wolfenden Committee, 1978; Gladsidi®79; Hadley and Hatch,
1981; Kramer, 1981). There was a widespread assomibiat the government no
longer had sufficient resources to expand the wektate, in part exacerbated by
Britain’s stagnant economic position and the indaktlisputes that led to the
‘Three-Day Week’ in 1974 and the ‘Winter of Discent in 197879 (Whitehead,
1985; Beckett, 2010; Sandbrook, 2011). The disoussivere framed within a
debate which placed the voluntary sector in opmosib the state, constructing the
voluntary sector as an alternative provider of e&f and a solution to the problem
of limited government resources (Hatch, 1980; Hadled Hatch, 1981; Kramer,
1981).

This trend is marked within an influential repoytthe Wolfenden Committ&gThe
Future of Voluntary Organisationsvhich was published in 1978. The committee
expressed dismay at the centralisation of weltaging that work within the
voluntary sector was a chance for ordinary peaplaake a difference and have
direct involvement in a state which was ‘domindbgdarge-scale political,
economic and social institutions’ and where ‘ma=dgle have little opportunity to
shape the society in which they live’ (Wolfendem®@oittee, 1978: 29). They too
predicted that public spending on the welfare stat the next twenty-five years
was unlikely to grow as it had done given Britaifitencial situation, although they
did acknowledge that there would be continued dehfianits expansion
(Wolfenden Committee, 1978: 74).

Some commentators took a more extreme view. Fanpba Francis Gladstone, a

member of the National Council for Voluntary Orgaations (NCVO), suggested

® The Wolfenden Committee were appointed by theplo&owntree Memorial Trust and Carnegie
United Kingdom Trust in October 1974 to ‘review tlode and functions of voluntary organisation in
the United Kingdom over the next twenty-five yegi/olfenden Committee, 1978: 9). The
Committee was chaired by Lord Wolfenden.
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that the welfare state had largely failed, raisgegious doubts about the “Grand
Design” approach to social welfare’, asking: ‘migte, in fact, that local mass
production from a centrally determined blue-prgnot the ideal recipe for effective
social welfare provision?’(Gladstone, 1979: 44ntdh and Hyde (1982: 12), also
members of the NCVO, argued that the welfare statetoo large and inflexible,
advocating ‘welfare pluralism’ in which a ‘gradualhcreasing number of groups
should have access to central and local governfaeds for the purpose of

providing welfare services’. The voluntary sect@tdssed in this context appears to
embody a particular ideological position, and wevitably used as a political tool
by those on the right, and sometimes the leftdimeaate a rolling back of the state
(Gladstone, 1979: 22; Brenton, 1985; Kendall andpfn 1996). Kramer (1981: xv)
considers the ideological space that ‘voluntarisari occupy and how it can be used
to justify ‘a reliance on free markets’, describihgs ‘hostile to state intervention
generally and to social policy in particular’, enaglsing ‘the role of philanthropy
and self-help in the solution of social problents’this scenario ‘the government
should deliver cash and services only when the abstnuctures of supply, the

family and the market, break down’ (Kramer, 1981). x

Some observers were more critical of this posithsThatcher’'s government settled
into their second term, Brenton (1985: 2) expressdconcern about the political
right’s ‘mounting enthusiasm for reprivatisatiom,eoreturn of social service
functions to the commercial market and the suppes$fedencies if supply and
demand dynamic and the profit motive’, remarkingt tvoluntarism was being
constructed as the ‘human face of capitalism’. Brerlid not agree with the
assessment of the welfare state as a ‘failure’.stiggested that this model of the
state being reduced to an enabler to ‘empower pangheir own limited local
spheres of interest’, ignores a ‘structural vievsofiety’ and raises concerns about
who will access and control resources in a futdirevelfare pluralism’ (Brenton,
1985: 172). She argued that although not perfestiatatory welfare system can
provide greater equality than an exclusively vaduptsystem. However, although
not a lone voice, Brenton did appear to be in tionty, as academics and those

working within the sector seemed to welcome whay tkaw as the recognition and
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celebration of the voluntary sector’s merits, casted with the presumed flaws of
the welfare state (Wolfenden Committee, 1979; Gtads 1979; Hatch, 1980;
Hadley and Hatch, 1981; Hinton and Hyde, 1982: 12).

Thatcher’s government paved the way for welfargises to be contracted out to
private and voluntary organisations, most promityethtrough the NHS and
Community Care Act in 199qHome Office, 1990a: 42; Walsh et al, 1997). Some
commentators embraced these policy changes, sigeater contribution of
voluntary and private organisations as an oppdstupromoting ‘diversity’ and
providing service users with more ‘choice’ (Tay&ral. 1995: 72). Whelan (1996:
82) suggested that the state had taken power ardtixe out of people’s hands,
making them unable to help themselves and others:

Helping the poor and oppressed used to mean \gsitpleasant areas and
meeting people in distress. Under the new dispemsdtowever, these
tiresome acts can be avoided...Now all that is reqliis political
lobbying...Instead of putting your hand in your owstket, you can feel
virtuous by demanding higher taxes to finance iasee public expenditure-
which is effectively putting your hand in other pésis pockets.

During the mid-1990s, research into the voluntagter underwent a revival, in
Europe and the United States, articulated throbglidhn Hopkins Nonprofit Sector
Serieswhich published ten volumes between 1994 and 19@gjnificant UK
publications included edited volumes by Kendall &acon-Harrold (1993), Davis
Smith et al. (1995), Hanvey and Philpot (1996), Biilis and Harris (1996). This
renewed interest focused on the voluntary seclimks with the state, in particular,
the rise of the contract culture and how to effed$i manage relationships with the
government, in sum what Deakin (1995) referredstthe ‘perils of partnership’
(Lewis, 1995; Flynn, 1996). A report published hg loseph Rowntree Foundation
in 1997 discussed the development of a ‘contralétiei which led to contract or
service agreements replacing ‘existing grant amaning that voluntary
organisations became exposed to ‘tighter servieeigations, increased

accountability and managerialism’(Russell and Sd&97: 2).

" The NHS and Community Care Act (1990) permittezlthntracting out of community care to
voluntary organisations and private agencies (H®ffiee, 1990a).
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In the late 1990s and 2000s the literature turndddus on the ‘mainstreaming’ of
voluntary sector concerns within the social polggenda (Lewis, 1999; Kendall,
2003; Alcock, 2010a). Since the 1970s, there had lagpush to involve the
voluntary sector in government policy decisions (#feden Committee, 1978; Leat
et al., 1981). This was notionally cemented in1B88 ‘Compact’ between the New
Labour government and the voluntary sector, whintbaraged partnerships
between the state and voluntary organisations lelxamtical funding’, making the
voluntary sector an important ‘policy actor’ (Lewil®999; Kendall, 2003). The
Compact was heavily influenced by two reports,fifs commissioned by the
NCVO, Meeting the Challenge of Change: Voluntary Actioio ithe Twenty-first
Century(1996), often referred to as the ‘Deakin Commissadter its principal
author, the secon®uilding the Future Togethdd997), a review led by the Labour
MP Alun Michael (Kendall, 2003). This period hagheeferred to as the
‘community turn’ when the UK government embracedearhanced role for the
voluntary and community sector’, as New Labouratised itself from Labour’s
traditional focus: the state (Lewis, 1999: 265; KBea2001; Imrie and Raco, 2003;
Taylor, 2003; Macmillan and Townsend, 2006: 15).

Subsequent literature has centred on how far tmep@ot framework was
implemented, and how the voluntary sector’s reteiop to the state changed during
New Labour’s thirteen years in government (Kend2003; Macmillan and
Townsend, 2006; Zimmeck, 2010; Alcock, 2010a). Mmshmentators argue that
the relationship continued to be vastly unequad, that although there was more
funding for community projects and encouragemenvéduntary sector
development, this went hand-in-hand with a wealgpirthe sector’'s autonomy, as
financial dependence and service agreements dechdudeer accountability and
responsibility (Scott and Russell, 2001; Halfpeang Reid, 2002; Prochaska, 2005;
Lewis, 2005; Poole, 2007). However, Kendall (2003)gests that New Labour
transformed the voluntary sector into an awkwartvalued customer for policy
makers in both central and local government, f@r¢hem to take notice of

voluntary organisations’ concerns and ideas. Alq@€K. 0a: 15) contends that the
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New Labour era was a time when the voluntary segdaonered a high profile, and
was effectively mainstreamed into the policy agesdggesting that ‘history may
judge it to have been a “high water mark” in parshe’.

Since the Conservative-led coalition came into pawélay 2010, the focus in
much of the literature has been on David Camer@isSociety’. There have been
several attempts to try and unravel this ‘big idead discussion about how it might
be implemented and its potential to change theioglship between the voluntary
sector and the state (Alcock, 2010b; Kisby, 201@tt52011; Thane, 2011).
Although most commentators are largely in suppb# greater recognition of the
voluntary sector and the role it plays in soci¢hgy are suspicious of the
conservative ideology behind it, anxious that it i used as a ‘cheap fix’ to justify
rolling back the state (Alcock, 2010b, Taylor, 2DJAurthermore, some are
unconvinced that the vision of a ‘Big Society’ damfully realised given the
economic circumstances, and suspect it will ordylle® a reduction in funding
(Alcock, 2010b, Taylor, 2011; Evans, 2011). It agmgeas though many in the field
are waiting to see what happens, concerned thacthievements of New Labour’s
Compact were too superficial to withstand drastianges, and that the tentative
partnership between the state and the voluntartpiseculd be easily eroded
(Alcock, 2010b; Kisby, 2010).

The relationship between the state and the volystactor has been conceptualised
as a ‘moving frontier’: the boundaries are congyestifting as their respective roles
change (Beveridge, 1948; Finlayson, 1994). Sineel870s, we can map a change in
the literature, as it reacted to and influencedhasformation in social policy,
whereby ‘welfare statism’ was replaced by ‘welfpheralism’ (Harris et al., 2001:

3). The subsequent increases in state fundingyrtheth of the ‘contract culture’ and
financial dependence have complicated the relatipngevitably producing an
unequal balance of power. The literature oftengdabe state and the voluntary
sector in opposition, particularly since 1979, anche think that voluntarism has
been characterised as a by-word for privatisafitve. majority of observers do

recognise the potential for the voluntary sectal e state to work in partnership,
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and regret that this has not yet been fully redliggain, the voices of those who
work and volunteer within the voluntary sector Ergely absent from this literature.
Nonetheless, lan Cunningham has continually usatitgtive methods, particularly
interviews, to examine at how particular governnmasiicies, such as New Labour’s
‘Best Value® or ‘Personalisatioi’have impacted on voluntary-sector workers
(Cunningham, 2008; Cunningham and Nickson, 2010)diBg on this, this thesis
will analyse how workers have personally negotidtedchanging relationship

between the sector and the state, using their Wsthkries as the starting point.

Who Works in the Sector?

Research on the voluntary sector often tries tdroanthe stereotype that most
volunteers are middle-class, middle-aged, white woiiMorris, 1969; Aves
Committee, 1969; Wolfenden Committee, 1979; Shert®83; Sheard, 1995;
Wardell et al., 2000; Taylor 2005). Traditionalnd certainly in the Victorian and
Edwardian eras, organised voluntary work was seensacially acceptable activity
for middle-class women to participate in outside lome, as it was deemed to be an
extension of their domestic duties (Prochaska, 1B8@is, 1991; Elliott, 2006).
Social mores have changed, and women’s employnaansignificantly increased,
especially over the last forty years (Lewis and @hetl, 2007). Neither working-
class nor middle-class women can now be expecthdwve ‘free time’ to volunteer
(Wardell et al., 2000). There has also been a aéhanthe structure of the voluntary
sector, as the number of paid employees has grévemstein, 2003: 251). Those
who volunteered for organisations in the 1960s EDs, and those who do paid
work for voluntary organisations in the 2010s, rntfagrefore have little in common.
Furthermore, the diversity of the sector is su@t tertain organisations attract
certain volunteers/workers, and there can be aréifice between the type of people

who work/volunteer for organised charities, andsthwho partake in informal

8 ‘Best Value’ was introduced via the Local Govermmnact, 1999. It was concerned with trying to
improve how statutory services contracted out sessto voluntary (and private) organisations.

® The concept of ‘Personalisation’ in social careerged the late 1990s and aims to give service users
more choice over which services they use (Cunnimghiad Nickson, 2010). The impact of this is
discussed further in Chapter 5.
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charitable activities such as neighbourly help (i&fadlen Committee, 1978; Hatch
and Sherrott, 1983). It is therefore difficult te@n from the literature how the
demographics (age, sex, class, ethnicity) of thdse work (paid and unpaid) in the

voluntary sector have changed over the last foegyry.

Nonetheless, there is plenty of research fromdtee1960s to the early 1990s which
is concerned with the types of people who volunti®frris (1969) cites a survey
carried out in Bradford by students from the Unsvigrof Bradford in 1967, the
purpose of which was to ‘discover the involvemeibrainary people in social
interaction’ and to find out ‘how many people wekeng voluntary social work of
any kind and who those people are’ (213, 250). Arireary finding of this survey
was that 36 per cent of their sample was ‘involwvediving neighbourly help or in
membership of voluntary organisations or both’ (k&gri969: 252). The study
concluded that women in classes | and Il (profesdiananagerial and technical
occupations) were the section of the populationtriikely to belong to voluntary
organisations, whereas women in the lower sociov@tic class Il (skilled
occupations) were the ‘backbone’ of voluntary waelss likely to be a member of a
voluntary organisation but giving ‘a more than ags amount of neighbourly help’
(Morris, 1969: 254-5).

The Aves Committee (1969: 33) also sought to anslieequestion of ‘what sort of
people are voluntary workers’. They refuted thewibat the typical voluntary
worker ‘is a middle-aged, middle-class, married vanimAves Committee, 1969:
33). However, the surveys they carried out fourad this was a stereotype based in
reality, although they vaguely suggest that ‘menmaying a much greater part than
Is sometimes realised’ (Aves Committee, 1969: B8g report also recognises that
those who could be considered working-class, s ¢hse residents of a block of
council flats, were more likely to be involved mfarmal voluntary work, ‘helping
friends or relatives privately’ than their wealth@unterparts, who were more likely
to be ‘engaged in organised voluntary work’ (Aves@nittee, 1969: 35; Brenton:
1985: 44-45). The Wolfenden Committee (1978: 56preed similar findings,

stating that ‘the kind of people usually descrilasdniddle class are more disposed
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to belong to voluntary associations than manuakes@rand their families’, but
interpreted the 1967 Bradford survey differentlynfr Morris, arguing that the
‘propensity to give help in an informal, unorganiseay was much more evenly
distributed over the social classes’. Morris arel Aves and Wolfenden Committees
give the distinct impression that middle-class womere the most likely people to
be involved in organised voluntary work, with infeail voluntary work being done

primarily by working-class women.

The Wolfenden Committee (1978: 57) reported thatetwas a relation between the
type of voluntary organisation under examinatiod #ire class of those who
volunteered, finding that some organisations suclamenity societies’ (e.g. local
history groups) had a ‘very strong middle-classdla’, whereas organisations such
as tenant associations had a much more ‘workingsdlavour’. Stephen Hatch and
Roger Sherrott (1983) showed that the age of vekrstvaried greatly depending on
the type of organisation. lan Mocroft (1983: 14alissed a survey carried out on
1,000 volunteers involved with the Volunteer Bureauhich was a ‘national
network of agencies whose aim it is to recruit pfate volunteers’. He found that
the bureaux attracted ‘three women for every mamd, also ‘attracted mainly young
people’ and included a ‘disproportionate numbeiwdfite-collar” workers’, e.g.
office/clerical workers (Mocroft: 1983: 21-22). Madt explained that the Volunteer
Bureaux was partly established to facilitate pesgdiest experiences of
volunteering, which could explain the youth of #asmnple. He does not explain why
women are over-represented, and only suggestthihaisproportionate number of
office/clerical workers is the result of women lgever-represented within this

sphere.

Mocroft (1983) also cited Robin McCron’s analysigtee people who responded to
the Granada television programiReports Actionwhich asked the audience to
express interest in specific appeals. He foundeébpondents were ‘predominantly
female (62 per cent); they included a high proporof younger people, and there
were proportionally fewer people from a workingsddackground’ (Mocroft, 1983:
21). McCron explained that this could partly bedese the programme asked the
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audience to telephone in and not all working-cfzssple had telephones of their
own (Mocroft, 1983: 21). This brings up the someindtavious issue of the lack of
material resources, which could prevent working€lpeople in particular from
volunteering. Jos Sheard (1995: 120) argued tlggaehirates of voluntary
participation were associated with access to regsuthigher income levels, being
in paid employment, higher levels of skills and eation, owner-occupiers, having
access to a car and telephone’. More recent suhaeyes demonstrated that these are
still relevant factors. The DCLG 2007/8 CitizensBiprvey (2009a: 15) found that
‘participation in formal volunteering was higher ang those in higher socio-
economic groups’. For example, 35 per cent of peoplose occupations were
classified as ‘managerial or professional’ regylg@drticipated in formal
volunteering, and this was significantly higherrttiar all other groups. In contrast,
17 per cent of people from ‘routine’ occupationg(@estaurant workers, cleaners,
labourers) formally volunteered. These differenwese not so pronounced when it
came to informal volunteering (e.g. babysittingindoshopping, filling in forms).

The survey found that 38 per cent of people inigaest socio-economic group
regularly participated in informal volunteering cpaned with 31 per cent of those in
‘routine’ occupations and 30 per cent of those Wwhd never worked. Similarly, the
survey found that those with more education andifipeions were more likely to
formally volunteer on a regular basis (37 per adrihose with a degree or
equivalent volunteered compared to 15 per certtadd with no qualifications)
(DCLG, 2009a: 16). The impact of socio-economitustan individuals’ rates of
volunteering dominated much of the early literatared there is still some indication
that those from middle-class backgrounds are th&t Brmyaged in formal
volunteering (Taylor, 2005; Dean, 2012). In Chagterwill explore this in greater
depth, examining how socio-economic backgroundierftes orientations to

volunteering and paid work.

Another issue affecting rates of participation@me sections of the population is
lack of time. Barbara Mostyn (1983: 28), throughdaacting semi-structured
interviews with thirty volunteers connected to th@unteer Bureaux and the

Volunteer Centre, found that working in a full-tijud was not a deterrent to
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volunteering, but could affect the amount of tinneeg. Time was a significant
factor when considering the extent of women'’s paodtion in volunteering. Wardell
et al. (2000) and studies conducted in the UnitateS demonstrate that the increase
in women’s employment has contributed to a deghmaarried women'’s volunteer
participation, and that women in full-time work dess likely than women in part-
time work to volunteer (Tiehen, 2000; TaniguchiD@) Referencing a national
survey carried out by the Social and Community Rilagn Research for the
Volunteer Centre UK (Lynn and Davis Smith, 1991)e&rd (1995: 120) disputes
the idea that most volunteers are middle-classdi®idged, white women. She
argues that ‘overall levels of participation areaithe same for both men and
women’. However, she does recognise that thergender bias in the type of
activity carried out, with more women than men iwead in more ‘caring activities’
such as ‘health and social welfare services, fasifrg, church and school-related
activities, while men tend to gravitate to comnatteork, sports, hobbies, advice
work and transport’ (Sheard, 1996: 120). This geadered division and reflects the
continued association between women and caring(R@07: 149). Studies on care
work have found that women are the main providérsae within the home, in

employment and in voluntary organisations (Hickd88; Hancock and Jarvis, 1994).

So do more women than men volunteer? AccordingedXCLG Citizenship Survey
(2009a: 12), women are slightly more likely thanne participate in both formal
and informal volunteering. 39 per cent of womertipgrated at least once a month
in informal volunteering compared to 31 per centnain. In terms of formal
volunteering, 29 per cent of women participatelast once a month compared to
25 per cent of men. In the last fifteen years Mbleintary sector’s paid workers have
received closer attention, demonstrating a shifh@sector’s structure, as the
number of paid workers has increased (Weinstei@32P51). Here, the difference in
the numbers of female and male workers is statk&abour Force Survey
conducted in 2010 found that over two thirds (68qeat) of those employed in the
voluntary sector are women, compared to 64 perioght public sector and 39 per
cent in the private sector (Clark et al., 2011 Wxmen employees are particularly

concentrated in the sector’s largest subfield,thesaid social care (Fine, 2007).
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Throughout this thesis | examine why women are gdlyamore engaged in the
voluntary sector than men, deconstructing how #seaation between women and

caring is expressed within the sector.

In terms of other demographic factors, the Labarc€& Survey also found that the
voluntary sector employs a ‘slightly lower proportiof black and minority ethnic
people (7 per cent) than in the public and prisaetors (9 per cent and 10 per cent)’
(Clark et al., 2011: 7). Sheard (1995: 121) suggtmtt although black and ethnic
minority volunteers were, on the whole, proportibneepresented in the sector,
‘evidence suggests that black and ethnic minoiiypgbe are more likely to be
involved in informal voluntary activity, and aredsr-represented in formal “white”
voluntary organisations’. In addition, the Labowrée Survey found that 20 per cent
of those in the voluntary sector have a disabititynpared to 15 per cent in the
public sector, and 14 per cent in the private sg€tark et al., 2011: 7). In 2009/10
22 per cent of those with a long-term limiting @ss or disability formally
volunteered compared with 26 per cent of those nathong-term limiting illness or
disability (DCLG, 2011: 80). There is limited data the number of disabled people
working as volunteers/paid employees in the volynsactor prior to 1998, so a

direct comparison is difficult.

The literature suggests that there has been aagnesh to include young people in
volunteering since the 1960s, although these schéanee had varying degrees of
success (Aves Committee, 1969; Hobman, 1971; WaderCommittee, 1978;
Finlayson, 1994; Sheard, 1995). Commentators poitite growth in young people
volunteering abroad in developing countries, séeddlolunteer tourism’, although
they largely highlight the negative impacts of tneshemes (Sharpley and Telfer,
2010; Stebbins and Graham, 2004). A 1991 surveyecaout by Lynn and Davis
Smith found that ‘peak ages for involvement in vaéry work are from the mid-20s
to the mid-50s’, but older people often spent ntarers per week volunteering than
younger people (Sheard, 1995: 120). The DCLG 206ifinship survey (2009a:
6) found that people aged 16 to 25 were less lit@lyarticipate in regular formal

volunteering than people aged 35 to 74, but quitgla proportion of people aged 16
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to 25 were regular informal volunteers (41 per pdntterms of paid work, the
voluntary-sector workforce is marginally older tht&ae public and private
workforces, 35 per cent are over 50, compared fpe8Zent and 27 per cent in the
public and private sectors (Clark et al., 2011:THe growth in young people’s
volunteering, and the push to encourage this thr@etemes like the Duke of
Edinburgh Award (which I will discuss in Chaptert&s not fully undermined the
‘middle-aged’ label voluntary work holds. In my vikadrwill explore the reported
experiences of volunteers and paid workers of giffeages, using life stage as a
way to explore the differences in their entry psimhotivations and career
trajectories.

It is difficult to say what characteristics the eage volunteer or paid worker in the
voluntary sector might have. This is partly du¢hteir and the sector’s diversity;
different types of organisations attract differsotts of people. Certain groups of
people are more likely to engage in the type otimt#dering (formal and within
organisations) that | have chosen to focus onidougsing this it has been difficult
to compare like with like, as older research teld®cus on volunteers, whereas
more recent literature concentrates on paid empkyeflecting the sector’s
expansion. However, the DCLG Citizenship Survey0@4) suggests that a person is
more likely to volunteer if s/he is a woman, ovér Bas a higher income and higher
levels of education and qualifications. Similatlye Labour Force survey data
indicates that paid workers in the voluntary seater mostly women, relatively older
and disproportionately white (Clark et al., 201Xpund that one of the most striking
features of the literature were the attempts totesthe public belief that the ‘typical
volunteer’ was middle-class, middle-aged, white] arwoman (Morris, 1969; Aves
Committee, 1969; Wolfenden Committee, 1979; Shert®83; Sheard, 1995;
Wardell et al., 2000; Taylor, 2005). Many commenitsimay have wished to
distance the perception of voluntary workers awaynfthe much maligned ‘Lady

|,10

Bountiful’™" image (Sheard, 1995). Yet it seems that womenrpimdenuch of the

19 The character of the ‘Lady Bountiful’ emerged fie eighteenth century and is ‘a woman noted for
patronising and interfering generosity’ (Penguiwetidinary, 2004: 782).
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work carried out by the voluntary sector, and thissis explores why this continues
to be the case.

Workers’ Motivations and Working Conditions

It is difficult to understand what motivates peofdake voluntary positions or paid
employment within the voluntary sector without agkthem. There have been
relatively few studies which include individual€£@unts of why people become
involved in the sector. This has perhaps led ttageassumptions, either that these
people are especially altruistic and kind, or thaly are selfish, ‘busy-bodies’ using
voluntary work as a ‘flagrant display of self-me(fenton et al., 1993). As | have
discussed, women have traditionally been assocvwitédvoluntary activity, and in
2014, they are over-represented within the secpaid workforce. It is therefore
useful to discuss the literature which focuses ifipatty on the motivations of
women in the sector, to try and understand why watkin the voluntary sector

appeals to women and how this has changed over time

Three of the most comprehensive studies which aopersonal accounts have been
conducted by Mostyn, Leat and Sherrott, contrimgito the edited volume
Volunteers: Patterns, Meaning and Moti\{ektch, 1983). This volume was
published by an organisation (The Volunteer Centteith wanted to demonstrate
the value of volunteers, at a time when the volynéactor was being heralded as a
viable alternative to the state. This could expltEriocus on individual volunteers’
experiences. Mostyn (1983) identified three kearaf ‘personal satisfaction’ that
people obtained from volunteering: emotional beaag&go-boosting, therapeutic,
pride in achievement); social benefits (meeting pewple and making friends) and
intellectual benefits (learning something new, depimg new skills). Sherrott
(1983), who analysed fifty interviews with volunteérom a range of organisations,
found a similar set of motivations: people volunéekto make friends and for
affiliations, people found that the voluntary seaitiered flexibility and the chance
to learn new skills, and they found their paid esypient insufficiently rewarding.

Sherrott (1983) also discusses some of the ‘mogaBons why people said they
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volunteered: religious beliefs, a sense of soai®y dnd to appease feelings of guilt.
Fenton et al. (1993: 84) stressed the sociabilityedsion of volunteering. They
argued that most volunteers ‘expressed enjoyment §ocial contact with other
volunteers, participating in a collective ventuaad from knowing that they are
doing something for a good cause in the proce$&afl (1995: 121) identified six
main reasons why people volunteer: ‘altruism, peatmterest in a specific activity,
responding to a direct request for help, religiooscerns, filling in spare time and
gaining work experience'. In 2007, a report whiohsidered the experiences of
volunteers and paid workers within women'’s volupt@nd community services in
Hull found similar motivations. The volunteers waahto give something back to the
community/women’s centre; they had become invok®dervice users and wanted
to help other women in similar positions; they vehto gain work experience and
they saw volunteering as an opportunity to meetmopleople (Miles et al., 2007: 54).
Overall, this research suggests that the motivatadrthose working within the
sector have not changed significantly over thetlagty years. However, there has
been hardly any research which focuses on the e®t¥paid employees
specifically, and which asks if working within tkeluntary sector as a ‘career’
changes people’s motivations.

Mostyn (1983: 36-7) found motivations varied betwesen and women. For
example, it was mostly women who mentioned thesajheutic advantages of
voluntary work, and it was mostly men who discugsede in their achievements
through voluntary work. Mostyn (1983: 30) also absd that the reasons why men
and women became involved in voluntary work weftedent, with men indicating
that it was ‘important for them to feel needed’ dodthem to be explicitly asked to
participate, whereas women were more likely tovatyi seek out voluntary work.
Mostyn (1983: 30) suggests that ‘this may have sbimg to do with the traditional
reputation of voluntary work as a female presewldch makes women feel more at
home when they enter it'. This idea of the voluptsector being an acceptable field
for women to enter is also present in Sherrott@8@ 98) analysis, as he found that
some respondents volunteered because their hushiBsha®t approve of wives who

go out to work’, but considered voluntary work ® & suitable occupation for
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married women. It is difficult to imagine this bgioffered as a reason in 2014. Leat
(1983), however, identifies other motivations whinohy still be relevant for women
today:
For many women, volunteering may be seen as otieedew activities that
offers a (pseudo) work identity without the fixedlns, rigid routines, male
control, regularity, monotony and ‘all or nothingioices that part-time paid
employment may demand. Its close identificatiorhwiaditional female
skills and virtues may make it more acceptabledtt vomen and their
husbands. The rhetoric of ‘spontaneity’, ‘naturabig‘caring’ and ‘everyone
has something to give’, as well as the lack of aatability and the less
easily measurable goals, may service to bolstevraam’s confidence in the
transition from home to work (Leat, 1983: 56).
Leat (1983: 54-55) discovered that her female nedpnts preferred work in the
organised voluntary sector, rather than offerirignmal neighbourly help, as they
felt they could obtain greater recognition and ¢heas the opportunity to create a
formal identity, away from the home. Similarly, Mgs (1983) and Sherrott (1983)
observed that working for an organisation offeremmen who did not work or had
given up work to look after children the chancereate a distinct identity outside of
the home, obtain skills, and enhance their emploympespects and to occupy their
time, particularly after their children had growp. This idea of voluntary work
facilitating the transition from employment to ‘unployment’, or from
‘unemployment’ to employment, was apparent in tletivations of people who had
recently retired, who were keen to ‘retain profesal contacts’ and who still wanted
to feel part of the community and be intellectuatiynulated (Sherrott. 1983: 65-8;
Rochester et al. 2002). Although women who do rmkwow make up a smaller
section of the population, these kinds of motivagionay still be prominent (Lewis

and Campbell, 2007).

Sherrott (1983), Justin Davis Smith (1992) and Read aylor (2005) draw
attention to the potential problems with data ai#éd around volunteer motivations.
Taylor (2005: 121) suggests that this type of nresess conducted by stakeholders
uninterested in actual motivations and only keedisoover how to recruit and retain
volunteers. Davis Smith (1992: 84) argues that meseple, when faced with a

questionnaire, will choose the most ‘socially adcabfe’ reasons such as the desire to
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help others. Sherrott (1983: 62) states that ffue bf research can mask other
motivations and does not give enough ‘attentioth&ocircumstances and life
histories of which these motives are a produdie need for a more holistic
qualitative approach is evident. The factors whitdtivate people to take on
voluntary work, both paid and unpaid, are bounddwery individual, varying from
person to person, dependent on their circumstaamu beliefs. Research on
volunteers suggests that although altruism is tofathe element of sociability,
making friends and meeting new people, is also sgmwificant. Examining
individuals’ circumstances when they begin to ergagvoluntary work may be the
most revealing. Volunteering has traditionally beeen as women’s domain, a place
where they can assume a pseudo-professional iganta secure and ‘suitable’
environment. This thesis will explore whether ot thas is still a relevant factor,

both in orientations towards volunteering and paddk in the voluntary sector.

Paid workers’ motivations and expectations haveived limited attention. The
search for job satisfaction may be a significantivadion as it is reported that job
satisfaction is generally higher in the voluntaoyirprofit sector compared to the
public and private sectors (Benz, 2005; Donegaal.e2012). This seems to imply
that the sector offers more favourable working ¢omoats, yet much of the literature
suggests otherwise. O’'Donovan and Varley (19924 6&ate that voluntary sector
employment is ‘characterised by poor pay and candht lack of job security, poor
training opportunities, low or non-existent levefaunionisation and the absence of
career structures’. The reasons for this are a gwatibn of internal factors (e.qg.
management practices) and external factors (sude@eEndence on state funding)
(O’Donovan and Varley, 1992: 64).

Pay is certainly lower in the voluntary sector.eview conducted in 2011 found that
the average gross weekly wage of a voluntary-seoboker (£373.65) was lower
than the average gross weekly wage of workersamttblic (E477.53) and private
(E457.52) sectors (NCVO, 2013a: n.p.). Thereforakers within the voluntary
sector can expect a certain ‘wage discount’ contpereéheir counterparts in the
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public and private sectot$Harris (1990: 127) suggested that ‘people emplayed
voluntary agencies may be expected to work longarshfor less pay because they
are also expected to have altruism and commitmButherford (2011) also asks
whether the expectation of the ‘warm glow’ (thelifeg of altruism and the self-
satisfaction of doing something ‘good’) is embeduatthin the wages of those
working within the charitable sector. He considehether, in anticipation of this
supposed ‘warm glow’, charity employees receivelative reduction in wages, and
are paid less than those doing similar-level jobihe public or private sector
(Rutherford, 2011: 2). Rutherford finds that altgbuhere is still an expectation of a
‘warm glow’, the expansion of the charitable seetod its increasing involvement
with both the private and public sectors (as werkantracted out), has led to a
blurring of the disparity in pay across the sec{&stherford, 2011: 152). Despite
this, when workers are divided by sex, male workeesmore likely to experience
wage discount whilst working in the voluntary sectmmpared to the wages they
could get in the public or private sectors, whefeasale workers are marginally
better off in the voluntary sector than they wolidin the private sector, although
their wages are slightly lower than their equivédan the public sector (Rutherford,
2011: i-ii). Overall, it appears as though theransexpectation of an added reward,
the ‘warm glow’, embedded within the pay structuséthe voluntary sector,
particularly for men who could earn more elsewh&hgs might account for the
predominance of women in the voluntary sector,\ahyl voluntary-sector work
remains unappealing to men. My research considewsWwomen discuss this ‘warm
glow’ in relation to their paid work in the sectamd whether or not this is presented

as gendered.

It is not just lower pay that is a potential prohléor paid workers in the voluntary
sector. Voluntary-sector work is often perceivethéansecure, primarily due to

organisations’ reliance on government funding (Qibean and Varley, 1992;

1 This review did not make clear whether it accodrite the high proportion of part-time workers in
the voluntary sector (40 per cent). However, in201alf of voluntary sector employees earned less
than £11 per hour, compared to £10 in the privettos and £13 in the public sector (NCVO, 2014d,
n.p.). These figures suggest that private sect@aaes tend to work more hours and/or there is a
greater disparity between higher earners and leaerers in this sector.
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Lewis, 2008). Cunningham and James (2009: 370)nwlsxussing the contracting
out of social care to the voluntary sector, foumak the ‘current contract culture was
intimately connected to increased levels of empleytinsecurity’. Their interview
respondents were able to identify organisationsiwhiad made ‘redundancies
because of the loss of significant contracts’. @nface of it, the sector’s terms and
conditions of employment are not significantly wethan the public or private
sector$®. However, this dependency on the state does rhearadluntary
organisations are potentially more vulnerable ppdown changes, making the threat
of redundancy more likely (O’Donovan and Varley929 Cunningham and James
(2009) also found that the competition for resosiioderent in the contract culture
can increase work intensification, as organisattonso reduce costs by eliminating
support staff and front-line managers. Voluntaryamisations can also make savings
by side-lining staff training and personal devel@wt) potentially halting workers’
progression (Cunningham and James, 2009). Trada ypnesence, a factor usually
associated with better job protection and employtrnenditions, remains relatively
low: in 2011, 17 per cent of voluntary-sector wagkerere trade union or staff
association members, compared to 12 per cent iprihigte sector and 55 per cent in
the public sector. Since the 2008 financial crasnd has been some indication that
conditions in the sector have deteriorated. Formgte, staff turnover in the

voluntary sector, normally higher than the UK agexgpeaked at 18 per cent in 2011
(NCVO, 2013b: n.p.). This thesis will explore hownkers perceived these negative
aspects. In Chapter 5, | will discuss the effetthe 2008 crash, subsequent

recession and new government in 2010 on voluntaggresations and their staff.

These seemingly poor conditions may be offset bgrobenefits, benefits which may
attract women in particular. There is some evidén@iggest that women face less
gender discrimination in paid employment in thewxéry sector. Teasdale et al.
(2010) proposed that women may face less discrimimand have more

opportunities to obtain senior positions, compavét their counterparts in the

12 For example, NCVO (2014d: n.p.) found that in 2082 percent of voluntary sector employees
were on permanent contracts, compared to 95 péircéme private sector and 92 per cent in the
public sector.
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public and private sectors. They reported that wonepresented 50 per cent of
higher managers/professionals in the third seetitihidqugh they comprised 67 per
cent of the workforce) and this compared to 46geett in the public sector (64 per
cent of the workforce), and 24 per cent in thegdevsector (40 per cent of the
workforce) (Teasdale et. al., 2010: 3). As a reshét report suggested that ‘women
working in the third sector are less likely to faggnder inequality than those
working in the private sector’ (Teasdale et. 801@ 3). The difference between men
and women’s wages are also smaller within the wahyrsector, compared to the
difference in the public and private sectors. Tassdt al. (2010: 3-4) reported that
women on average were paid 16 per cent less thar(pee hour) in the third sector,
compared to gaps of 22 per cent in the public dri@8@er cent in the private sector.
They suggested that, in general, the third sectghtnoffer more opportunity for
‘women to establish and run organisations as véefjaan employment with higher
rates of pay than they could find in the privatetge (Teasdale et. al., 2010: 4). The
suggestion that women might be better off in thieimary sector, as they may face
less sex-discrimination and have more access torappties, could be significant
when considering why women ‘choose’ to work witkhis sector. In light of this,
how women access the sector and their career @msigns through it are discussed

in Chapter 4.

The literature suggests that working conditionthanvoluntary sector are poor, yet
job satisfaction amongst its workers is high. Foahrewards for work within the
voluntary sector are less than the rewards for wotke public and private sectors,
jobs are potentially more insecure and career dpweént opportunities can be
hampered by cuts to funding. In this thesis | itigege whether the women |
interviewed saw the promise of the ‘warm glow’ asegh to negate the most
negative aspects of voluntary-sector work, or weetther factors were more
significant, including flexible working, strongerork relationships and increased
autonomy. | will also explore what this outwardlpra gender-equal environment

means for women working in the voluntary sector.
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Gender at Work

The past 40 years have seen a rise in the peresotagomen in employment and a
fall in the percentage of men. In 2013, around &7gent of women aged 16 to 64
were in work, an increase from 53 per cent in 1%tt.men the percentage in 2013
was 76 per cent, compared to 92 per cent in 19RIS(Q013a: 1). The Office for
National Statistics (2013a: 3) suggests severabfaevhich may have contributed to
this change: the 1970 Equal Pay Act; the 1975 Ssgrinination Act and
Employment Protection Act; greater income supparridne parents; an increase in
state pension age for women in 2010 and a degclitigei manufacturing industry and
growth in the service sector. Both the European @@sion (2009) and the UK
Government (Business, Innovation and Skills ComeritR013) have made it a
policy objective to support women in accessing i@mdaining in employment.
Arguments for increasing women'’s access to workoéien couched in economic
terms: governments do not want to see the wastiageroen’s potential and the
resources that the state has expended on thenrm@gsiinnovation and Skills
Committee, 2013).

Women'’s greater participation in employment andsihiesequent rise of dual-earner
families and growth of female-headed, single-pafamilies has gone some way to
eroding the model of the male breadwinner (Bradl®@9: 19). This model is based
on the gendered division of labour: men earningughdo support their wives and
children and women assuming the responsibilitigh@®idomestic sphere (Crompton,
1999: 2; Yeandle; 1999; Crompton et al., 2007: .2ZFBe concept of the
‘breadwinner’ emerged in the nineteenth centuryraaadhed its peak in Western
countries in the mid-twentieth century (Crompto899). It has since been
unravelling, propelled by social and economic cleanygt it continues to frame how
women'’s work and men’s work is conceptualised aqmegenced (Crompton, 1999,
Crompton et al., 2007). Giele and Holst (2004) @talver and Kirton (2006: 2) refer
to this as a ‘lag’ between ‘the reality of thede patterns (e.g. more women
working) and societal institutions and culturaliefsd’. They argue that this lag

persists in an institutional context as ‘workplaeahool, service providers and so on
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all assume that a full-time homemaker is availahtel a lag in policy context, where
there is a disparity between ‘private needs andipulllingness to provide support’
(Giele and Holst, 2004: 3; Glover and Kirton, 20@%: Scott (1994 20) agrees,
arguing that ‘gender ideology strongly permeatedabour market as well the
family’. Women are in general paid less than mbaytare more likely to be part of
the informal economy, receiving irregular wagesione at all, more likely to work

in jobs which are less secure with inferior cormtis and more likely to work part-
time (Woodfield, 2007: 6) Using the pervasivenesithe gendered division of labour
as a starting point, | will explore the main therrethe literature on women and

employment.

Gender segregation in employment is the tendencywdmen to work in jobs and
occupations dominated by women and men to wor&hbs pnd occupations
dominated by men (Scott, 1994: 1). Debates aroendey segregation are
prominent in much of the research on women and @ynmnt because it is strongly
related to ‘inequalities in pay, career prospents employment protection’ (Scott
1994: 1). In 1979, Hakim divided occupational sggt®n into two elements,
horizontal and vertical, and this division is stiled in discussions about gender
segregation and employment. Horizontal segregaéfars to the concentration of
women and men in certain occupations. Verticalegafion refers to the ‘tendency
for women and men to be concentrated in differebs$ within occupations, with
advantage running from low to high’ (Glover andtgir, 2006: 25). Both forms of
segregation can be a barrier for women’s equalignmployment. Bradley suggests
that horizontal segregation has a greater impagt@nen as women’s employment
is more concentrated in certain industries than’snamd that ‘the range of
occupations and industries in which they are fosndore restricted’ (Bradley,
1989: 12). Fagan and Burchell (2002: 24) found ¥idtin European Union
countries, over half of all employed women workhe sales, hotels and catering
sector or the health and education sector. It bag largued that this can leave
women'’s employment especially vulnerable to ecowratownturns and changes to
working conditions (Fagan and Burchell, 2002: 2#v@r and Kirton, 2006: 23).
This concentration has other implications. Milleak (2004: 22) suggest that ‘the
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areas of work within which women traditionally tetedbe concentrated are
generally those with lower average pay and lowatust, and therefore gender
segregation ‘serves to perpetuate the gender gay$@ame commentators view
horizontal segregation more as a mixed blessingvéonen. For example, the
clustering of women in the service sector, a segtoch has grown exponentially
over the last forty years, has no doubt contribtetthe growth of women'’s
employment (Rubery et al., 1998; Glover and Kirt2@)6). On the other hand,
horizontal segregation both produces and reprodgeesral inequalities, restricting
the choices and opportunities available to both wwiind men (Glover and Kirton,
2006: 31). It is clear that some form of horizorsajregation in the voluntary sector
is at work, offering an explanation as to why tketer is female dominated. This
thesis will explore how this impacts on the quatifyobs in the sector and how and

why this segregation is maintained.

Vertical segregation denotes the concentrationarhen in low-level positions and
men in high-level positions, regardless of the pation, sector or industry.
Woodfield (2007: 2, 9) argues that ‘women have nradearkable inroads’ and
vertical segregation has been somewhat erodedloedast forty years. In the 1970s,
one in ten women were professional workers comptarédo-fifths in 2006 and the
number of women in senior and managerial positi@sscontinued to increase
(Crompton, 1999; Miller et al., 2004; Woodfield,®0 9). Yet gender-based vertical
segregation affects all sectors and workplaces) twese that are female dominated
(Woodfield 2007: 10). For example, in the traditiiy female-dominated

occupation of nursing, a disproportionate numbeneh reach elite and managerial
positions; this has been termed the ‘glass elev@liams, 1992; Evans, 1997,
Lupton, 2000). In her study of women and men’s earafter leaving university
Purcell (2002: 1) found that ‘male graduates withilar qualifications are much
more likely to work in higher level managerial gmdfessional occupations’. Even
the roles and tasks performed within jobs are geselgregated, with men ‘typically
being assigned the work tasks with the most pre'stigjoksgaard, 2011: 6) Most
commentators agree that vertical segregation hgative consequences for women’s

pay and prospects (Glover and Kirton, 2006: 30jn&argue however that vertical

41



segregation can sometimes be advantageous for wasdney tend to be
concentrated in the mid-level occupational levetsich although potentially low
paid, are not the lowest paid occupational categqiBlackburn and Jarman, 2006;
Woodfield, 2007: 11). Men as a group are more js#dr Although they are more
prominent in high-level positions, they are alsorfdnant at the bottom of the
occupational ladder, in skilled, semi-skilled amgkilled and manual work’
(Woodfield, 2007: 11). What is clear from the lgtire is that gender segregation is
persistent and has its roots in the gendered divisf labour, although Bradley
(1999: 61) argues that the process of gender satgpadshould not be seen as fixed
but as fluid’ as historically jobs can change froran’s to women’s and vice versa.
As | discussed previously, there appears to beviedgal segregation within the
voluntary sector than in other sectors, althougs still visible (Teasdale et al.,
2011). It is my aim to find out how this is undexstl within the sector and whether
women think there are fewer barriers to their capeegression.

Why does gender segregation persist? Bradley (1®2B%as argued that gender
segregation has been maintained:

* By the collusion between male employers and unions

* By employers’ wishes to pay female workers lesschvisustains a
gendered division of labour

* By male views about their own superior abilitiesl @ommitment which
give them rights to the best opportunities

* By a symbolic apparatus which maintains a powesétlof gendered
images about masculine and feminine attributestlagid association with
particular jobs and forms of employment

* By gendered work cultures based on homosocialitighvbause
difficulties for those cross the boundaries of gaed jobs and deter
many from leaving the shelter of sex-typed work

* By constraints placed on women by domestic respditi&s

This argument centres on the constraints women et face and the impact of
cultural expectations. It appears to refute disekethkim’s preference theory. Hakim
(2000: 14) argued that research on women’s wokndibcuses ‘on what they are
expectedo do and what they apFeventedrom doing, but never on what they want

to do’. Her main thesis is that most women arecaoéer-orientated and women'’s
choices ultimately underpin their success in emmleyt. She has categorised
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women into three types: work-centred, adaptivelande-centred (2000: 274). In
2013 she said:

Roughly 20% of women in all societies are work-cethtand careerist in the
way men are. Roughly 20% of women are home-centaea)y-orientated in
the way that very, very few men are. Roughly 60%iarthe middle wanting
the best of both worlds, a combination of famifg lipaid employment and
success or achievement in the public sphere, whigtisen politics, sport,
art, the workplace or whatever. The ones in thedieigroup are the ones that
are always dominant in any survey results becaesedre the ones who are
the most numerous. However, an awful lot of polgcipased on the
assumption that women would be careerist and weritred, just like men, if
only culture and society allowed them to. The ent#eis that they simply are
not (Business, Innovation and Skills Committee, 301
This universal categorisation of women into ‘typleas been disputed. Crompton
and Harris (1998: 132) argue that to assert thattepns of occupational segregation
in Britain represent the outcome of women's chorsagects important factors
relevant to the British case’. These factors inellatk of regulation in the labour
market, the weakness of job protection and the ptmm of labour market
‘flexibility’ which encourages the growth of poorpaid, non-standard employment
(Crompton and Harris, 1998: 132). Referring to wateéchoice’ to take part-time
work, Glover and Kirton (2006: 71) argue that ttehbice” between full-time and
part-time work only begins to be a real choicéndre is no difference between the
two in terms of status and skills levels, hourly,peonditions and long term
prospects’. Crompton and Harris (1998) do agreewioanen make choices, but
insist that the context in which these choicesnaaele and the structural constraints
they face cannot be overlooked. Woodfield (200&WR)gests that ‘there is a need to
examine in more depth how women account for theim agency in the decision
making process’ in order to reveal the influencéwtro-sociological factors such
as parental expectations and peer pressure, amdféiaes of macro-sociological
factors such as equal opportunities policies andian@presentations’. Bradley
(1999: 108), drawing on material from interviewshw198 employees (female and
male) in five organisations, found that there camb simple division of women into
‘career orientated’ and ‘family orientated’ as ‘wenis aspirations and orientations
change as they moved between jobs and betweers stathe life-cycle’.

Examination of women’s working-life histories istiefore essential in
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understanding not only the choices women maketheutonstraints they are faced
with.

Britton (2000: 426) argues that organisations aswlipations are gendered ‘to the
extent that they are ideologically and symbolicagkyceived in these terms by
workers themselves and by culture at large’. Warlkeimg gender into the
workplace but ‘jobs in turn have a gender charatitar rubs off on the people that
do them’ (Cockburn, 1988: 38). Halford et al. (1998) suggest that ‘organisations
are thus “contested terrains” as are the speaindiguration of gender relations
therein’. With reference to bureaucratic organ@ai Acker (1992a: 255) argues
that there is a ‘gendered substructure’ which firs@s men’s lifestyles:
The gendered substructure lies in the spatial amghoral arrangements of
work, in the rules, prescribing workplace behavépand in the relations
linking work places to living places. These pragsi@nd relations, encoded in
arrangements and rules, are supported by assuntpdomork is separate
from the rest of life and that has the first claamthe worker.
As | have discussed earlier in this chapter andane depth in Chapter 6, the
voluntary sector is relatively new. The voluntaegt®r therefore has inevitably
undergone a process of ‘socialisation’ as work Whi@s once unpaid and largely
informal has transitioned into work which is parmtldormalised, and occupations
within the sector emerged. Socialisation in thisseds the ‘way in which people
acquire the expected behaviours seen as approfwiatembers of a particular
profession’ or in this case, occupations withiregtipular sector (Widom and Burke,
1978: 550). As the two sectors have become moeeksidied, workers in the
voluntary sector may take cues from their countespa the public sector (Baines et
al., 2012). It is therefore worthwhile to examirenhthe voluntary sector has
developed and the extent to which its organisatasegyendered. When looking at
research on the ‘feminisation of work’, the sedertainly appears to be feminised,
in that there are more women than men working {Riith, 1995). Yet this is only
one element of feminisation. The feminisation @fdar also refers to the sex-typing
of work, as occupations and jobs start to be seew@men’s work’ (Britton, 2000).
The process of feminisation is often characterisede-skilling, lower pay and less
job protection (Acker, 1992b). The brief analydi®ae of working conditions in the
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sector certainly seems to suggest that voluntactesavork is feminised. But the
literature also reveals that in the last two desdbere has been a push for the sector
to become more professional and regulated, vaksscated with more masculine
work practices (Osgood, 2006; Bondi, 2011). Baetes. (2012) found that within
the female-dominated non-profit social servicesdlveas the co-existence of a
‘caring femininity’ among the front-line staff, asgdourse of self-sacrifice within a
context of high pressure and limited funding, andasculinist managerialism. This
study focused on a particular set of organisatwitisin a sub-field of the voluntary
sector, and the ‘gendered substructures’ will itadly differ between organisations.
Connell (2006: 845) suggested that the gender eginevery organisation will be
different ‘produced by a different organizationatbry and associated with a
different configuration of personal experience andsciousness’. Although my
focus in this thesis will not be on organisatioes ge, it will discuss workers’
interactions with their organisations, and the gead processes operating in their
orientations towards and expectations of work &edl experience of work within
voluntary organisations. | will discuss how theteeds ‘feminised’ in certain ways
and how this can be both advantageous and disayeous for its female

workforce.

The proliferation of women in paid employment hasamt that the model of the
male breadwinner is no longer consistent with laboarket realities, yet the
gendered division of labour inherent within thisdaebcontinues to exist in the home
and in the workplace, and the places in betweend&esegregation is ubiquitous
within most occupations, although it can be flugdgdley, 1999). Horizontal and
vertical segregation, both visible in the voluntaegtor, can be major barriers to
women’s progression, pay and status. In this tHesill investigate the extent to
which women perceive this segregation and exanhi@evays in which segregation
can have both positive and negative implicatiomssMomen’s work. | will also
explore how gender operates within voluntary orgainons and what the adoption of
more ‘masculinise’ values means for women that worthe sector. The problem
with much of the literature on women and work iattit focuses either on paid

employment or unpaid domestic work. As Taylor (208/4) suggests, this focus
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often leads to the categorisation of women as eftherk-orientated’ or ‘family-
orientated’, and other forms of work like voluntavgrk are ‘not given equal weight
in the analysis’. There is also the implicationtth@amen engaged in voluntary work
are inherently uncommitted to work (Taylor, 200aking a more holistic view of
work within this small but significant sector istefore more appropriate, and
ultimately more valuable, in the examination of tfeices and constraints women

face.

Conclusion

In this introduction and in particular in the lis@ure review, | have covered the three
main dimensions of my thesis. | have sought tondetine voluntary sector and offer
an overview of its relationship to the state. |daiscussed what the literature
reveals about who works in the sector, their mdéitives and their experiences. | have
also discussed how some of the existing researetoomen and employment can be
applied to the voluntary sector. The gaps in tiseaech appear to stem from a lack
of real engagement with workers themselves, andr&ed differentiation between
paid and unpaid workers in the voluntary sectoe Vbluntary sector is too
disparate, too ‘baggy’, to take a top-down perspeatvhen discussing the effects of
structural changes on its workers. Similarly, sysvand questionnaires may obscure
workers’ real motivations, and cannot necessasbe#ain the circumstances which
bring people into the voluntary sector. The fordestonnection between paid and
unpaid work, in both the literature on the volugitsector and women’s work, is

often unnecessary and does not take into accoemetiities of women'’s lives.

| have sought to address these issues by conductohgpth, semi-structured
interviews with women who work in the voluntary secUsing a life/work history
approach | examine in detail the choices women mahkat facilitates their
engagement with work and what restricts them. Mgdive was to use the
interviews to look beyond the motivations oftennmmonced by those who work in
the voluntary sector and to examine other, possitdye significant factors in their

orientations to work, avoiding attributions of @thaltruism or self-interest.
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Voluntary-sector research has a tendency to fonusedain groups of workers in the
hierarchies of organisations, e.g. frontline wosker mid-level managers. My
approach is to consider a broader range of peligpscin order to obtain a more
nuanced view on how women report experiencing wotke sector. | also draw on
the participants’ life histories to explore thetbry of the voluntary sector and chart
its development over the last forty years, withagipular focus on changes after the
2008 financial crash. Throughout this thesis | piimgether two quite separate
bodies of literature, using gender and work regeara voluntary-sector research to
frame my analysis. This approach enables me tmexpthat voluntary-sector work
can offer women individually, whilst acknowledgititat the very gendering of the

sector can contribute to its degradation and ldatadus.
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CHAPTER 2. METHODOLOGY

| begin this methodology chapter with a discussibmy research perspective,
outlining how my political standpoint, my feminismparticular, influenced this
research, from its genesis to its realisation. 8eigo | will consider the choices |
made prior to conducting the research, detailing idtecided to focus on women
volunteers and paid workers in the voluntary seettiy | chose to conduct
interviews and why | decided on Bradford as thatomn for my fieldwork. Thirdly,

I will discuss how | recruited participants, whe timterview sample consisted of and
what the ethical considerations were. Fourthlyill onsider some specific issues
which emerged during the interviews. Finally, llvdiscuss the process of
transcription and analysis, and outline the ma@mtés that emerged in my

interviews.

Research Perspective

Gayle Letherby (2003: 9) has argued that our ‘peakbiographies’ impact on the
‘choice of topic and method, relationship with resgents and the analysis and
presentation of the “findings™. | have a feminprspective and this informed some
of the decisions | made during the research pro&sthis | mean that |
acknowledge that we continue to live in a patriatcociety, and that our structures
and institutions are set up in ways that hinder eomnd devalue their contributions.
There are many different definitions of feminisme(ip and Squires, 1997), but my
own feminism is particularly concerned with the mamic oppression of women. |
see work as a key battleground in the liberatiowarden and in the fight for
equality. In this sense, my perspective is closéityned to the objectives of socialist
feminism, although this term has been debated sis@eception (Evans, 2003: 162).
Unlike some liberal or Marxist feminists, | wouldyae that ‘men have a short-term
interest in maintaining present gender inequaljt@aticularly in the sphere of
work, but unlike some radical feminists | do not $iee interests of women and men
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as ‘permanently opposed’ (Bryson, 1992: 4). Ultiehgtl believe, the dismantling of
patriarchy will be beneficial for both women andme

| chose this subject because | wanted to consideexperiences of a certain group
of women, those who work and volunteer in the vidunsector. My research is
feminist because it was conceived as a piece df ot juston women, bufor
women’ (Doucet and Mauthner, 2008: 328). | was aréowresearching the
voluntary sector because it is an environment whemraen make up two-thirds of
the workforce and | wanted to know why this is.dnted to explore: 1) how
gendered the voluntary sector is, 2) how its assioetis with care and altruism
contribute to it being dominated by women employe®s volunteers, 3) the
advantages and disadvantages of working (paid apdid) in the sector for women.
The desire to investigate these issues was guigdeaytown feminism, which is
concerned with thinking about women’s experiendesseminating them and, |

hope, using the research to effect change.

Whilst my research focus had strong foundatiomayrfeminist perspective, |
question the extent to which my feminism influendeel actual research design. |
decided interviews would be the best method foessing women’s experiences in
the voluntary sector, which | will discuss in detalow. Interviewing as a method
has historically been linked to feminist reseatalt,| am inclined to agree with
Holland and Ramazanoglu (2002) and argue that tkerething inherently feminist
about interviewing. Since the 1970s, interviewiag been favoured by feminist
researchers who regarded quantitative methodssatsvigi and male-centric
(Oakley, 1974; Mies, 1983; Graham 1983; Stanley\isE, 1990). In 2014,
interview methods are ubiquitous across the saciahces, and since the 1990s,
many feminist researchers have critiqued the ‘lyimgpositions which construct the
counterposing of qualitative/quantitative, tradi@ad/feminist research methods’
(Kelly et al., 1992: 150). However, although my idean to interview was not
necessarily feminist, the research | condugtadfeminist because it was always
informed by feminist theory, even if | was sometmnseeptical about how it worked
in practice (Holland and Ramazanoglu, 2002; Wedandr 2001).
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Throughout the research, | kept in mind the princmgtributions feminist
researchers have made to the field of interviewhouktlogy, in particular, the
interrogation of power relations between the in@mmer and interviewee and how
the role/identity of the interviewer shapes theeagsh. | will discuss how | engaged

with these elements of feminist methodology below.

Kelly et al. (1992: 150) have suggested that feshirgsearchers should ‘locate
ourselves within the questions we ask and in tbegss of conducting research’. It is
important for all researchers to make explicit tipaisitions and the impact of one’s
position on one’s research, and acknowledge tha¢xjperiences and our beliefs
make it impossible to be fully detached from oweaach. This is particularly
pertinent for me because my political views didtcbate to my interest in the
voluntary sector and informed my research decisidhe inspiration for writing my
research proposal stemmed from my concern abolwlkh€onservative Party’s
much publicised concept of the ‘Big Society’ (Caorer2010). | was concerned
about what this meant for paid work, both in théuntary sector and the public
sector. | wanted to know who would be expectedatoycout the activities of the Big
Society. | would describe my politics as left-witogit without any party allegiance
or an adherence to one patrticular political scloddhought. In addition, | have
worked in the public sector. This experience mehasalthough | can be quite
critical of public sector practices, | am largatyfavour of a ‘big state’ approach to
social welfare. In my view, the vast majority oflfeee services should be provided
by the state and not run as commercial enterprisegn by the market and profit.
However, | do think there is also a place for tbkuatary sector, and that it performs
a role which cannot be done by the public sectondiicting the literature review
and the interviews helped to reinforce this viewpoalthough | remain critical of
attempts to ‘roll back’ the state under the guispromoting the voluntary sector.
Therefore, my political views have impacted on reyaarch and vice versa. The
guestions | chose to ask and the way | asked thera guided by my politics,
although | always tried to not let my personal bgasmform how | engaged with the

interview participants. | would, for example, agkhat do you think of the Big
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Society?’ (often after the interviewee had mentitehemselves) and | would find
myself nodding along when the interviewees (moterothan not) expressed their

suspicions regarding the policy.

One of the most challenging interviews, for margsans, was with Jane, who was
someone | knew prior to the interview. Essentidllyisagreed with the job she was
doing and her attitude towards the public sectod, this, inter alia, in my view
impacted on the interview. | was flustered and sgehiring the interview, and
afterward | was quite unsettled by this. Luckilyistwas a relatively early interview
(interview eight), and | reflected on my reacti@msl tried to take a more relaxed
approach in future interviews. In this way, | atfged to recognise and confront my
biases, accepting that whilst | could not elimintéem, | could become a more
reflexive interviewer, aware of my own subjectivagd its effect on my research
(May, 2011). My awareness that | was guided noy bglmy feminist perspective
and my engagement with feminist theory, but alsonlgypolitics, beliefs and

personal biography, were key facets of my methaglo&d approach.

Research Decisions

Deciding Whom to Interview

As | have discussed in the literature review, dherlast forty years the voluntary
and community sector has changed dramaticallyadtundergone significant

growth, becoming further integrated into centrad &cal governments first through

a system of direct grants, then later a ‘contratiuce’. This has led to an increase in
professionalism, a focus on accountability andltesand a push to make voluntary
organisations more like businesses (Sheard, 1998oiTet al., 1995; Deakin, 1995;
Russell and Scott, 1997; Lewis, 1999; Harris ¢t28l01; Kendall 2003). Hardly any
literature has engaged with those who work andnteler within the voluntary

sector, to assess how they have understood thasge$ and to discuss what makes
working within the voluntary sector different froworking within the public and

private sectors. | thought that interviewing peagbeut their experiences of working
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and volunteering in the voluntary sector could uetgdome of these complexities,
and help us to understand what motivates and dpgeple in this sector. Policy
papers on the voluntary sector often take a toprdagproach, and it was my aim to
look beyond these impersonal documents and considexccounts of people who

work and volunteer on the frontline.

According to the National Council for Voluntary @igsations (NCVO), in 2011
there were 161,266 active voluntary organisationttée UK (NCVO, 2014e: n.p.).
Over half (51%) of these organisations were ‘mianganisations and had an
income of less than £10,000. They were therefoli&ely to be able to employ any
paid workers. | decided to focus on organisatiohglvwere more likely to have a
mix of volunteers and paid employees, small (£100£100,000) and medium-
sized (100,000 to £1 million) organisations whicle@unt for approximately 46 % of
the voluntary sector (NCVO, 2014e: n.p.). Theselstoanedium-sized charities are
the ones which are most prevalent in cities sudBradford; larger, national
charities are usually based in bigger provinciaésior in London. As a result, the
sample was made up of women who worked in localittbs, a minority of which
were under the umbrella of national charities. aitgh the term ‘voluntary sector’
can encompass a range of organisations, | decidiedtus on registered charities to
simplify the recruitment process, although as tass below | did not always strictly
adhere to this. The choice to concentrate on stoattedium-sized charities was
pragmatic, due to the proposed location of my mesedut also very deliberate, as
this would mean that my sample would be made upidy typical voluntary-sector

workers.

| decided to focus on women who work as paid eng#syor volunteers in the
voluntary sector. Women have historically been seethe backbone of voluntary
work in Britain (Morris, 1969, Wolfenden Committek978). In 2014, women are
over-represented within the voluntary-sector workég particularly when
considering frontline staff exclusively (Clark ét, 2011; Teasdale et. al., 2010,
NCVO, 2014a). | wanted to explore this, and disaugsen’s motivations for

working in this sector. Research has also showirtlieavoluntary sector may offer
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women more opportunities for career developmenagdiale et. al., 2010), and |
wanted to ask women how they had negotiated tlae@ers within the voluntary
sector, and whether they thought the voluntarysseaftered them more gender
equality in terms of progression and pay. | alsutt it would be significant to
interview women who volunteer for voluntary-seaboganisations, to talk with them
about their motives and what they gained from thelunteering. | wanted to
consider whether their responses could still beelinto the traditional view that
voluntary work is ‘women’s work’: socially acceptabinformal and flexible work,
which fits around women'’s family lives whilst offeg them the opportunity to feel
appreciated and assume a pseudo-professionaltigestidiscussed by Leat (1983),
Mostyn (1983) and Sherrott (1983). | hoped that@rang their motivations would
reveal whether or not these were still relevantidiac | was interested in assessing
how far the professionalisation of the voluntargtee has impacted on women who
volunteer and whether or not they have seen theglaantageous or limiting. | did
consider interviewing men, in order to discussrtb&periences of working in the
apparently female dominated voluntary sector; harewhilst | think these accounts
would have been a valuable comparison, the scope/gfroject was constrained. |
opted for depth over breadth. Overall, | thouglktr¢hwere many topics to be
explored when considering the extent to which worthe voluntary sector is still
gendered, and by interviewing women exclusivelguld study this issue from a

particular and key angle.

Deciding to include both paid workers and volurgegas a difficult decision
because | predicted that there would be differencése experiences of both groups.
The attitudes, motives and commitment of someonggheaid to do a job and
depending on it for their livelihood may not beisasompared with someone who
does voluntary work in their spare time for no finel reward. | was aware that the
average wage in the voluntary sector is markedy tban average wages in the
public and private sectors, implying that when pgeapake the decision to work in
the voluntary sector, financial reward may nothwee primary concern (Clark et al.,
2011; Rutherford, 2011). The differences in theiwast of paid workers and the

motives of volunteers may not be as great as ongdwvmagine, and | considered
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this to be an interesting aspect to explore. | gisoght it would be relevant to
compare the responses of women who have pursuedrsan the voluntary sector
and women who volunteer. | hoped this would helfpa¢ whether the gendered
aspects of charity work are more or less prevatetite paid elements of the
voluntary sector, compared to the completely va@aunelements. | decided that
comparing the experiences of both paid and volynearrkers would add depth to
my research, making it more complex and the expeeg of my research
participants more variable. However, during thenmews | found that the
distinction between paid workers and unpaid worketle voluntary sector was
often blurred; several participants were, at threetof the interview, both paid
workers and volunteers, whereas others had gornedmatcforth from voluntary
work to paid work within the voluntary sector. g way, the diversity of the
sample (discussed below) reflected the fluidityasestn paid and unpaid work in the
voluntary sector. | found that in the areas | f@dien, the interviewees’ experiences
of the voluntary sector were quite similar, whetbenot they were currently
engaged in paid or unpaid work. As a result, Irthti make a significant distinction
between the accounts of paid employees and voltawathin my analysis. |
discussed the differences only when they becamarappand pertinent.

Why Interviews?

| decided that conducting semi-structured intergevould be the best method of
gathering the data | required. Previous researath as that by Clark et al. (2011),
Teasdale et. al. (2010) and Lewis (2012), had fedus statistical data, for
example, the percentage of women working in themalry sector and the
percentage of voluntary-sector women in high-lemahagement posts. These have
been useful in gaining an overall picture of wonsembrk in the voluntary sector but
it was my aim to go beyond these figures and aske&voabout their experiences.
Furthermore, there have been few recent studiedb@sthe first-hand accounts of
volunteers, which | consider to be an oversigkiiought interviews would be one
way of rectifying these omissions. However, | wasige of Silverman’s (2011: 45)

warning not to choose interviews as a result ofrigatunthinkingly assimilated a
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romantic outlook’ regarding the advantages of eawing. | did consider using
open-ended questionnaires instead, but | decidsdriterviewing would be more
appropriate to the research. Nicole Westmarlan@X200) argues that whilst ‘a
survey may be the best way to discover the pregalefnproblems, interviews are
needed to fully understand women's experienceshautise these experiences with
a view towards social change’. | was predominaitgigrested in what my
participants said about why they did what they &iar. example, the reasons why
people made the career choices they did or thelivatmns for partaking in
voluntary work and the ‘meanings’ they gave to ¢hdscisions (Hesse-Biber and
Leavy, 2007; Byrne, 2012). | chose to interviewdese | wanted to have the
opportunity to ask further questions and have aenmderactive research experience,
where | could adapt my questions more easily, widach interview, and from
interview to interview. Therefore, interviewing efed me the flexibility that surveys
or questionnaires could not (Byrne, 2012: 2095 itmportant to note that | do not
assume that the interviews offered me accesswo &aperiences; the interview is a
highly structured social interaction that can pr@&multiple outcomes, which |
discuss later in this chapter (Holstein and Gubrig@03). Overall, my interviewing
produced rich data from which to make my analysis.

Why Bradford?

| chose Bradford District in West Yorkshire as tbeation for this research.
Bradford has been disproportionately affected lolgtrial decline and is an area
with high levels of deprivation and wide social drehlth inequalities. It is the fourth
largest metropolitan district in England, its padidn is growing at a faster rate than
the regional and national average, and signifigarithas the youngest population of
any English city outside of London, with 22.6 %tsfpopulation under sixteen
compared to the national average of 18.7% (InveBradford, 2012a: n.p.). In 2011,
24% of all households in the district were work|egkich was higher than the
regional (20.6%) and national (18.9%) averagese@hin Bradford, 2012b: n.p.).
Bradford also has a high proportion of people withgualifications, 21.8%
compared to 13.8% nationally (Bradford and AiredBI€T, 2008: 16). The district
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has been identified as an area with significanttheéaequalities, for example, the
infant mortality rate, a crucial indicator of motkesocio-economic status, was 9.1
per 1,000 live births in Bradford in 2006, compatred.3 in England and Wales as a
whole (Bradford District Infant Mortality Commis$ip2006: 21; Bradford and
Airedale tPCT, 2008: 19). The city also has a migeidural and ethnic population,
with 26.8% of the population defining themselveg\agn or Asian British, and this
population tends to be highly concentrated in aerdeeas of the district (ONS,

2011: n.p.). Maintaining cohesion between commesiin Bradford is difficult.

There is tension between the white and Asian pdipuls, and in recent years
between these settled populations and migrants Eastern Europe. These tensions
have been exacerbated by the recession (2008 osw&tddson et al., 2011: 6).
Unemployment figures also suggest that Bradfordde&s disproportionately
affected by the recession (Athwal et al., 2011 8¢son et al., 2011).

The response to this complex picture of deprivatind decline has been the
development of a strong and diverse voluntary sectBradford District. Following
the 2001 riot® and the subsequent Ouseley Report (2001), resowee invested
into Bradford in an attempt to improve communityiesion and regenerate the city,
although the distribution of resources receivea@laciticism. Nevertheless, over the
last decade, voluntary and community organisatioiradford may have at least
benefitted from an increase in funding opportusifi@ussell, 2004: 71). There has
also been a distinct focus on building partnershgisveen the statutory sector and
the voluntary sector, demonstrated in the estatlkstt of the Bradford and District
Community Empowerment Network (CNet) in 2001, amel Bradford District
Assembly, which both aim to connect the work ofib&intary sector with the work
of the council, local authority and health servicHsese initiatives demonstrate an
acknowledgement of the work of the voluntary sestdradford and its importance

in the provision of services.

13 The 2001 Bradford riots begal July sparked by rumours of a National Front megiimthe city
centre. The riot was mainly a confrontation betwgenng Asian men and the police. The overall
property damage was estimated at £7.5 million &t @ople were arrested (Hussain and Bagguley,
2008: 58). It followed similar riots in Burnley ai@dham earlier that summer. In 1995, there had
been a smaller riot in the Manningham area of Bradf
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This recognition is not unique to Bradford, as goneent spending on the voluntary
sector nationally increased year on year in theoddrom 2000 to 2007, from £8.4
billion in 2000/1 to £12 billion in 2006/07 (Clasgk al., 2009). However, what is
distinctive about the voluntary sector in Bradfagdhe diversity and complexity of
the problems it is trying to tackle. | chose Bradfpartly because | thought this
would make it more interesting and potentially mpreductive to study than to
consider an area of comparative affluence. | atgxse Bradford for a practical
reason; | know the area well, having lived therd aorked for the Bradford and
Airedale tPCT (Primary Care Trust) and Bradford pitads Trust. Through these
jobs, I have developed links with people workinghivi the voluntary sector, and |

used them to recruit participants.

Recruiting Participants

| recruited my participants primarily through a amall sampling method, which
Johnston and Sabin (2010: 38) describe as ‘a ch&rmral sampling method that
relies on referrals from initial subjects to generadditional subjects’. The people
who work and volunteer for the voluntary sector r@a@&sonably accessible, and are
not what Babbie (2010: 193) would refer to as ‘merslof a special population’
who are ‘difficult to locate’ where it might be piaularly appropriate for researchers
to target groups through snowball sampling. Howgthex voluntary sector is a
‘loose and baggy monster’, made up of many diffeegnl dispersed organisations,
and it would have been excessively time-consunorgather information on each
organisation and contact them individually (Kendedt Knapp, 1995: 91). Instead, |
decided to make use of the voluntary sector netwarkthe partnerships between
voluntary-sector organisations and statutory sesvin Bradford. | composed a
paragraph which explained what my research wastgbea Appendix A), who |

was looking to interview and what the interview Wwbunvolve and included my
contact details. | e-mailed this to the Voluntagc®r Commissioning Manager at
the local NHS Primary Care Trust and asked herrt@i it to her contacts. She

forwarded my call for participants to ninety-sixlwotary organisations in Bradford,
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and this e-mail was forwarded onto their staff aahblinteers, or other voluntary
organisations. In this sense the ‘quasi-snowbaltimat took place was quite
indiscriminate and far-reaching, and was not drigm small group of participants
passing it on to their own social networks, whialm cesult in ‘a final sample that is
over-represented by the characteristics of thoggoralents with more social
connections and underrepresented by the charditteia$ those respondents with
fewer social connections’ (Johnston and Sabin, 288@®). Yet there was an issue
with this method as it had a bias towards paid exwkas volunteers may be less
likely to be on an organisation’s emailing listrespond to such emails.
Furthermore, it excluded people who might not hidvskills or access to computers,
such as older women or women from disadvantagekbbagnds. These people were
the most ‘hidden’ population | was trying to gaitass to, and | recognise that this
method of sampling excluded them to a large extdatkathorn, 1997; Atkinson
and Flint, 2001). | tried to reduce these biasdhenselection of my interviewees,
but this most probably was the main problem witbading e-mail, through this
particular third party, as the main method of r@anant. | was only able to arrange
interviews with the older women in my study becatlsgr friends or relatives had e-
mailed me and passed on their telephone numbestuited a few participants
through people | knew, for example the pilot intewwwas with a family friend, and
she suggested a few names to me. Without my kngwledy call for participants
was placed in the May 2012 newsletter of the Bratlémd District Community
Empowerment Network (CNet), and several women abetbme as a result of

seeing this publication.

| was inundated with e-mails from the moment thiefoa participants was sent out.
In total, seventy women working and volunteeringhie voluntary sector contacted
me expressing their interest and willingness te fa&rt in the research. At first | was
so relieved to receive responses that | was trigrggt up interviews with everybody,
suggesting times and dates we could meet. Whed atteampted to arrange
interviews with around eighteen women, | decidesttp. | was worried that |

would have too many interviewees and | would haveaincel, which would seem

very ungrateful. In retrospect, | should have beeme careful about using the
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snowballing method. If | had delayed the intervinangements further, | could
have included some participants more appropriatenforesearch. For instance,
there were a few people | would have excludedpeotuse their accounts were
uninteresting, but because their experiences wereadrticular to make associations
and connections, such as the women | spoke to vanked in social enterprises
(Jane and Diane), or the woman who had stopped) laewolunteer twenty years ago
(Clare). The reasonable desire not let to poteintiatviewees slip away made me

overly hasty in making arrangements.

Given that many more offers arrived than | had etgx | soon began to regret the
rush. To try to ameliorate this, | sent an e-matlto those who had contacted me to
say how appreciative | was of their offers to hélpw overwhelmed | had been by
the responses and that as a result, | was holdirap@arranging any more
interviews. | then became more selective aboupéwple | interviewed, making sure
| obtained a diverse sample, a balanced mix ofntekers and paid workers and
women from different organisations. This was gpiteblematic; | had to make
assumptions about these women based on the limfi@unation they provided in
their e-mails. | was also concerned with getting@esentative group in terms of
age, ethnicity and socio-economic background seghh to use a more targeted
sampling technique, such as that proposed by Vgatet Biernacki (1989). In
particular, it was important for me that the sanmgléected Bradford District’s
population, so | actively sought to interview wonadrSouth Asian heritage. There
was another problem with using e-mail as a mettiodauitment; my call for
participants did not specify that | only wantedrtterview British-born women, and
as a result | interviewed two women from the UniBdtes. This was not a major
problem, as both had done the majority of theiumtdry work in Britain, but it

could have been an issue, and one that might heee dvoided if | had arranged the
interviews face-to-face or by telephone. Althoughd encounter some issues in
recruitment, | was happy that the issues arose &rean-subscription rather than
under-subscription. The fact that so many womenamed me demonstrates that the

method of recruitment | chose was effective ang peoductive.
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In total, | interviewed twenty-eight women. | maglee that | contacted the women
whom | was unable to interview to thank them fagithnterest, and | also asked that
if they did not mind, | would like to keep in toughth them about my research and
any related events or publications. | asked theesguestion of my interviewees,
directly after the interview and in the thank-yards | sent out. Both groups
appeared to be very interested in the results o$tugy, and expressed their
enthusiasm and support for my research. Overgdlf that the vast majority of the
interactions | had with the women who had initiadyntacted me, whether |

interviewed them or not, were very positive.

The Sample

| interviewed twelve paid workers, eight volunteensd eight women who were both
paid workers and volunteers (see Table 1 belowg. @drticipants’ paid
worker/volunteer status was based on their cuentiost recent role at the time of
interview. Many paid workers had been volunteerthepast and vice versa (see
Appendix E for the participants’ mini-biographie8k discussed above, this
blurriness between the status of paid and unparteve appears to be quite common
in the voluntary sector. Nevertheless, paid workkdsdominate in my sample,
perhaps due to my methods of recruitment. My sampletherefore atypical, as
volunteers outnumber paid workers in the volunsagtor (DCLG, 2009b; NCVO,
2014c). As a result, my analysis has a strongersfon the reported experiences of
paid workers, which was not my original intentidly sample also reflects the fact
that there is now a much larger group of paid wiglke the sector than there might

have been twenty years ago.
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Table 1. Participants’ occupational status withi@ voluntary sector and other

relevant information

Name Paid Volunteer | Paid Age Parent Worked
Worker Worker in Other
and Sectors
Volunteer
Amanda | X 30
Angela X 52 X X
Anna X 60 X X
Ayesha X 31
Christine | X 50 X X
Diane X 45 X X
Ellie X 45 X X
Fran X 32 X
Haleema | X 29
Jane X 46 X X
Kerry X 37 X
Rebecca | X 46 X X
Claire X 51 X X
Gillian X 56 X
Grace X 62 X X
Jessica X 33 X
Kathleen X 64 X X
Rose X 67 X X
Shirley X 74 X X
Suzie X 63 X X
Fahmida X 43 X X
Fiona X 45 X
Karen X 24
Laura X 28
Louise X 44 X X
Natalie X 38 X X
Nasreen X 37 X
Rokeya X 58 X X

Source: Interview Data, 2012.

| am certain that all my participants identifiedve@men, as they had responded to

the call for participants which specified that ugbt to interview only women (see

Appendix A). | made a decision not to ask for aeynagraphic information on

ethnicity, class, religion or sexuality, as | dexdhat if the respondents thought it

was significant, it would emerge over the coursthefinterview, and it largely did.

For example, the seven women whom | expected wuaNe identified themselves
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as black or minority ethnic (BME) were the only srveého mentioned their ethnicity
in the interview$", and several women discussed their religion (@arigy, Islam,
Buddhism) as an important factor. The choice nafoltect demographic

information was deliberate, as this sort of datafisn skewed due to people being
compelled to make a choice, for example, a surgrisumber of interviewees talked
about their Catholic upbringing, although most atkdi they were no longer
practicing Catholics. If | had asked the responslémfill in a demographic form it is
likely that these interviewees may have ticked @twistian’ tick-box or perhaps no
tick-box at all. This data may have been misleading ultimately a distraction,
concealing the specific significance of being rdias a Catholic on attitudes towards
voluntary work. | wanted to discuss the importaoteeligion based on the
respondents’ own words during the interviews, notrdormation gained from a

tick-box.

Similarly, the collection of demographic data uspdeemed important, such as
ethnicity, religion and sexuality, might have obhszliother important factors. For
instance, a noticeable proportion of the womeridrinewed were single mothers
and this often affected their career choices muckerobviously than their religion

or sexuality. | wanted the important factors fae thdividual to emerge from the
interview and not force a prioritisation of one @sfpover another from the start. | am
confident | obtained a diverse and rich sampleipgldpy the content of the
interviews. | did ask participants their age atititerview itself, because one of my
research aims was to examine how the voluntarpsbets changed, and | wanted to
ensure that | had a range of women of differensagable 2 shows a summary of

the age of my respondents:

%1t was noticeable that none of the white womemtériviewed discussed their ethnicity (apart from
Anna who discussed her Eastern European heritég@n interviewing white women exclusively
Bridget Byrne (2006) found that whiteness was nexg@ressed as part of her interviewees’ identities.
She argues that whilst ‘race’ was ‘present in tiierviewees’ lives in terms of their interactionishw
others, it was not something that they were comscad intimately affecting their own sense of
themselves’ (Byrne, 2006: 103).
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Table 2. Age of respondents.

Age of youngest Age of oldest Mean age of
respondent respondent respondents
24 74 45

Source: Interview Data, 2012.

The nature of the recruitment meant the sampleskewed to workers in the health
and social-care field, although the sample didudelworkers from education,
environment and community development charities fggpendix E for more
details). All the participants in the sample hadkeal (paid or unpaid) in the
voluntary sector, but some had also engaged i dfpes of volunteering, such as
helping out at their children’s schools or nurserichave discussed these
experiences of volunteering within my analysis| #snk they were significant and
were sometimes the starting point for engagemethtarvoluntary sector itself.

Ethical Concerns

I conducted my research in line with the CentreVitlomen’s Studies ethical policy,
which is in accordance with the University of Yakiolicy, and is informed by the
ESRC’s Research Ethics Framework. It requires reBesdudents to be constantly
reflexive and acutely aware of ethical concerneughout their work. My research
involved human subjects and this was the primdricatissue | faced. This meant
that | had to consider three issues: | had to nbtdormed consent from my
participants; | had to ensure my participants’ amoity and keep the data | collected
confidential; and | had to be aware that my perksafety could be compromised

during the process of interviewing.

The women | interviewed were all adults and appktwde in reasonable physical
and mental health. The respondents had been gieafalescription of the research
and interview process in the call for participaibist, prior to each interview, each
respondent was given a ‘participant informationethi@see Appendix B) to read
which outlined what the research was about, whatrtterview would involve, how

it would be used, where it might be published aod hwould guarantee their
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anonymity/confidentiality. This information sheés@made it clear that they could
withdraw their consent at any time, and that thieyndt have to answer my
questions if they felt uncomfortable. After readthgs document, | gave the
respondents the opportunity to ask questions, ety signed a consent form (see
Appendix C) which summarised these points and apkeaission to use their
interview data in my thesis and any subsequentigatiins. They kept a copy of the
participant information sheet, which included myiaxt details, and | reiterated

after each interview that they could contact nteeéfy had any queries or issues. | am
as confident as it is possible to be that eachoregnt was aware of what my
research entailed and that they gave their inforaoedent.

| was very careful to ensure my participants’ amoity and that the data from each
interview would be kept confidential. This was imamt as the interviewees
sometimes discussed sensitive information, for gteymhey would often be critical
of their current or previous employers, and oneaadent discussed the corruption
that had occurred at her previous workplace. | naged the names of any
organisations in my analysis. Once downloaded onw@omputer, the audio files
were renamed as a number, and later, as a pseudbdijtiner the audio files nor the
transcriptions ever had the real interviewees’ reait@ached to them. The files were
kept on the secure university network, and | tquécgal care to keep the hard copies
of the transcriptions accessible only to me andsapervisor. The biggest worry |
had was that the participants could be identifredhfthe biographies produced on
each of them, for instance, there are only twdoed environmental charities
working in Bradford District. | tried to reduce tpessibility of recognition by
omitting key identifiable details. | never discusseher participants during my
interviews, and the participants did not seem watgrested in this regard. Overall,
the voluntary sector in Bradford District is a ‘dinaorld’ and this was a concern,
but | took appropriate steps to preserve the andgyohmy respondents and keep

their interviews confidential.

The locations of the interviews varied. The majoat the interviews with paid

workers took place at the participant’s place ofkvd@hese were relatively safe
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environments, as all the women | interviewed woraeckgistered charities which
were well-known in the area. Arranging interviewshwolunteers was more

difficult, as they usually did not have easy acdedbe organisation that they
volunteered at. As a result, we either met in dipydbace, usually a café, or |
travelled to their homes. Conducting an intervievaistranger’s house carries certain
risks which | was aware of, but | made sure farailyriends knew where | was

going and when they could expect me back. | alsmlgcted one interview at my
parents’ home, with my parents in the house. Tarsgn was an acquaintance of a
family friend, so | felt secure inviting her intbi$ environment. | was also conscious
of how | could make this group of participants feate and secure, as they might
have felt uncomfortable inviting an unknown pergan their home. | made sure
that we only met at their houses at their suggessio that they did not feel | was
pushing for this outcome, and | also tried to speakese participants on the
telephone beforehand, so we had communicated iora personal way than just by

e-mail.

The Interviews

| conducted the vast majority of my interviewsiitid over a month. This was
because my call for participants received a gosdaese and | did not want to keep
the people who had contacted me waiting or for theetose interest. As | have said,
the location of the interviews varied, but mosth# interviews were conducted in
the participants’ workplaces and homes or in cafés. location of the interviews
was decided by the interviewee after | had givemtla few location options.
Elwood and Martin (2000) have discussed how ineaniocation impacts on
perceptions of power and relations between paditgpand researchers. For
example, the women whose interviews were conduntdteir own homes might
have felt more relaxed and open compared to theemomnhose interviews were
conducted in a public place. A lot of the intervgetwok place at the participants’
place of work, and whilst these almost always tplaikce in a private room (with
exceptions such as Adele and Laura), they may fedivimhibited by this location
and unable to make criticisms of their workplaceMacDowell (1998) has

65



suggested. There are no simple solutions to thigeisno location is ideal or without
meaning. However, in offering them location opti@msl communicating to them
(via e-mail or phone) what the interview would ashsf prior to making these
choices, | hoped that they could make informedgiecs and feel more in control. |
also noted down the location in my interview nq=e below), and considered its

effect on the interview and what this could addpanalysis.

Before the interview, | would introduce myselfi(ifiid not know them already) and
offer a summary of my research. At this point, weuld have a chat over a cup of
tea, which gave them the chance to ask me anyiqosst would then give them the
participant information sheet and consent forngvaithg time for further questions.
Some interviewees asked a few questions abouhteeview process at this point,
but most asked questions during the interviewfitsehfter. These questions were
usually concerned with anonymity, as participamgan to mention specific charities
or people. | would reassure the interviewees thataaes would be excluded from

the research.

The interviews were often interrupted, particulahgse that took place at a
participant’s home or workplace. | tried to be @lsxed as possible about these
incidents, assuring the respondents that intelwoptwere expected. | did not stop
the recording when this happened, partly becawsetarview would usually restart
again very quickly. After the interview, | wouldVea five or ten minute chat with
the interviewee, as a sort of ‘de-brief’. They oftganted to know if what they had
said had been useful, and | would tell them thbad. The majority of the
participants seemed to really enjoy the intervien told me that the process had
caused them to think about things they had notipusly considered. Table 3
illustrates the length of the interviews | condalcte

Table 3. Length of Interview.

Shortest interview Longest interview Average length
45 minutes 1 hour 47 minutes 1 hour 15 minutes

Source: Interview Data, 2012.
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When saying goodbye, | would let them know thaytbeuld contact me at any
point if they had something to add or felt uneasy wanted to withdraw their
consent. No participant withdrew their consent, dmteral did contact me
afterwards, usually because they had receivechdnektyou card | had posted to
them. Overall, the organisation of the interviewentwery smoothly, and although
each interaction was very different, the format wage uniform and there were no

major issues with the interview process.

All the interviews took place over a short and #fere intense period, which had its
advantages and disadvantages. | was completelgddoon the task of interviewing
and felt well practised before each interview (iediein the two interviews |
conducted out of this time period, | felt perceptiibusty’). At the same time, | had
very little time to reflect on my interview skilend style. | listened back to two or
three interviews in this period, but | did not hamach opportunity sit down and
really listen to the interviews | had conductedj as a result, | was less able to be
fully reflexive about my mistakes and make the appate adjustments. My
previous experience of conducting research intarviead been for an oral history
project, which meant | was used to framing questiara chronological way,
following a life-history approach. This researcbjpct required a different approach,
however. In retrospect, and perhaps as a resuoitydamiliarity with oral history
methods, the questions | developed were a litdpiutited. The questions were
divided into two distinct parts: one set of quassiovas asked to elicit working-life
histories from my respondents, and the other set gy@estions on specific aspects
of the voluntary sector (see Appendix D). On patiexse questions seemed fine, but
the reality was more complex and | sometimes felas flitting between these two
aspects during the questioning, and potentialljudsng the respondents’ thought
processes. To try and mediate this, | often leirterviewee steer the interview,
hoping my questions would be answered as they tjgreown narratives of their
working lives, and asking specific follow-up quesis if they were not. This method
generated some rich and varied data. However féeldhat | may have missed out
on opportunities to ask further questions and &smy respondents on certain

points due to disruptions to the interview schedlilewere to do the interviews
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again | would have a more robust and coherentfspiastions, to ensure | was able
to guide the interview more effectively. Mason (2068) suggests that during the
interview, decisions about the ‘substance, stylepe and sequence’ of the questions
have to be ‘made and acted upon quickly’ but shtndgiertheless be strategic and
considered rather thad hocand idiosyncratic’. The researcher’s ability tokaa
these decisions is not obvious, and | think theg¢dded practice and experience to

develop these skills.

Power Relations

Some questions were not asked and some of theigwer went off track through a
lack of confidence on my own part. The dismantlfghe ‘hierarchical’ relationship
between interviewer and interviewee, which Ann @glddvised in 1981, felt quite
irrelevant in the context of my research becautid hot feel powerful. Although |
cannot claim to know how my interviewees felt, It think | came across as an
authoritative interviewer. Reynolds (2002: 307-8% lgquestioned the concept of the
all-powerful researcher, suggesting that ‘the sxtéon between race, class and
gender suggests that power in social researchtia ficed and unitary construct,
exercised by the researcher over the researcliparit’; instead ‘power is
multifaceted’ and ‘constantly shifting’ between tineln many ways, | did not want
to assume the role of a commanding and self-assut@diewer, as this would have
been false and a difficult act to maintain, esgicwhen considering that | was
younger than all of my participants and most wetdgssionals or ex-professionals.
Essentially, | was aware that their experiencesarthem more knowledgeable about
the subject than | was. The idea of me having éan'e down to their level’ seems
patronising, and misguided. For instance, | watsfésfling quite upset and deflated
after my second interview, because | felt | hadhb@edermined (unintentionally, |
am sure) by my respondent (Christine) who had adwumse to act more confidently
and authoritatively during the interviews. Howewgspite this one criticism, the
majority of my interviewees seemed to respond teethy general persona. | was
aware that | had to play to my strengths, and b#iagunior person (both in age and

work experience) in the interview was quite advgatas; it allowed me to confess
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my ignorance of certain subjects without judgemelntjting fuller explanations of
people’s experiences and the working culture ofvtilantary sector.

While | might have appeared to my intervieweesuated reserved, casually-dressed
young woman without ‘the usual signs of professiatatus (suit and car)’, | was
associated with a well-regarded university, prodgceny ‘tools of the trade’

(consent forms, recording equipment) and ‘thesensegly contradictory signs of
status seemed to make me rather hard to placé\déRls and Emslie, 2000: 73). To
the respondents, | was the one with the questindg was ultimately the person
who would analyse the data and produce the resdartiat sense, the source of my
‘power’ was my control over much of the researabcpss. During my interviews, |
was acutely aware that this glaring inequality doubt be eliminated, because
although my research was envisaged as ‘for woni@ould not assume that | could
speak ‘for women’ (Reinharz and Chase, 2001). Ritweril980s onwards, feminist
researchers have warned against the perils of &sguhat women can speak on
behalf of other women, primarily due to the intetge of many factors, including
race, class and age (Reismann, 1987; Zavella, F8b6gns, 1998; Doucet and
Mauthner, 2008). However, it is perhaps easiemmmen to build a rapport with
other women in an interview situation, and | thihls was a factor in the interviews

| conducted. Some feminist analyses have definatltgtive interviewing as
intrinsically ‘feminine because the intervieweo$ jis to facilitate speech and not to
interrupt it’ (Green et al., 1993: 630). Women habituated into freely conversing
with other women, even if they are strangers. Igime (although | cannot be certain)
that if | had been a man, it would have taken lorigemy participants to feel
comfortable being interviewed. Furthermore, | sgspigat some of my respondents
would not have agreed to an interview in the fsice if | had been a man, some
because of personal safety concerns and perhaps\aduld not have responded
due to cultural reasons or their political views}. &uzie, who expressed quite
separatist beliefs during our interview. Howevdéth@ugh | have suggested that it is
often easier to build rapport between women, | asitant to claim that the
interviews were the basis for the formation ofridships, as Oakley suggested in

1981. | am very grateful to the women | interviewandd in the vast majority of
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interviews, my interviewees and | got on very whellf it was in many ways a

professional interaction.

It is important to note that | was acquainted veiglveral of my participants, and
sometimes this would alter the power dynamic duangnterview. | was not friends
with any of the women | interviewed; the closestte were Louise, my pilot
interview and a family friend, and Jane, who wégrmer boss. | had met Christine
and Clare once or twice before the interviews, @tftbugh | had never met Fiona or
Nasreen, they had worked with my mother. The otihgointerviewee | had any
connection with was Rokeya, who had known me dsld.dnterviewing a person
whom you have a prior relationship with can be peotatic, particularly with regard
to the maintenance of confidentiality and trustdaing the interview (Browne,
2005). This can also be an issue during the irgervi am concerned that the
participants who knew my mother may have felt eeplposuspecting that despite my
assurances to the contrary, | might tell my mothleat they had said. Of course, |
did not do this, and | have no proof that my iniewees consciously suspected |
would do this, but I think it important to recogaithat this may have been a factor
during the interviews. Wengraf (2004: 106) sugg#sts both the interviewer and
interviewee’s awareness of the ‘post-interview @guences’ can mean you both are
‘tempted to avoid asking “dangerous-to-the-latéatrenship” questions and giving
“dangerous-to-the-later-relationship” answers’. Mgearch was not designed to
elicit emotive responses, yet my interviewees dicth on personal topics, including
divorce/relationship breakdowns, single parenthdiodncial worries and health
problems. When interviewing people | knew | diddfih more difficult to ask certain
questions and this was because | was worried hlegtwould interpret my question
as ‘pointed’, and that | was using information aoggh from previous encounters.
For example, | knew that Louise, one of my intemaes, had been a lone parent and
when she mentioned working with lone parents inviblentary sector, | wanted to
ask her about her personal motivations for doingrees resulted in a rambling
question which was a bit confusing:

B: Do you think you had an insider status, if tedtie right phrase, with all
your jobs? Because you said you did the lone painamg, do you think there
was a personal motivation in that that sense, @itgust happen?
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Luckily, she understood what | meant and gave rkfemswer to the question, but
she may have felt that | was being intrusive ardiused my prior knowledge

inappropriately.

Knowing too much about your interviewees or assgnbinknow them can also be a
problem when interpreting the interview data. In amalysis of these interviewees’
accounts, | sometimes wondered if | was drawingh@srmation | had gleaned from
the interview or my prior knowledge about that perdn response, | had to be
vigilant, and constantly question the source ofkmgwledge. Similarly, researchers
may misinterpret friends’ accounts due to the aless of their relationship. It is
easy to make the assumption that your friend \Wglre similar views to you and you
can be in danger of allowing your commonalitiest@sk ‘important differences’
(Borland, 1991: 72) Fortunately, | did not know arfymy interviewees well enough

for this to be an issue.

| felt that when | was acquainted with my intervesg, the power balance did shift,
but it was not always in one direction. On the acef being familiar with my
participants inflated my position of power; | knevore about these participants and
this may have had an adverse effect on what theyedao share with me and how
they felt about doing so. Yet, these participatge &new more about me, and | was
very conscious of how | interacted with them and/tloey would perceive me. For
instance, in my interview with Jane, my ex-bods]tlvery awkward and | found the
whole experience quite difficult because | feladhsomething to prove to her. In
general, | found the interviews with strangerseaiuch more relaxed and enjoyable
because there was no past or future to contend Wik is in part why, contrary to
Oakley’s (1981) suggestions, | did not activelysue friendships with any of my
interviewees. | was also aware that presentingsgiias a friend in an interview
situation can raise the expectations of your redpots, leading to feelings of
betrayal and deception if a friendship does noetgy (Glesne, 1989; Doucet and
Mauthner, 2008). But then Oakley (1981) was tallkabgut forming friendships with

women like her (in this case, mothers of a sinalge) and was asking intimate
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guestions about experiences with which she waditamin this context, it was
natural that some friendships might develop, wheteubt whether my
participants ever viewed me as a potential friaven if we got along well during
the interview. This was in part due to the focusngfresearch, but it was also
because of differences in age, class, ethniciigioa, experience and so on. The
women | interviewed were both like and unlike g during the interviews, |
occupied both insider and outsider roles andthisissue which | will discuss in
further depth.

Being an Insider/Outsider

| am going to explore the insider/outsider debhateugh the questions my
interviewees asked me before, during and aftemtieeviews. What my interviewees
thought of me and where they placed me in relabahemselves, occupied my
thoughts throughout the interview process, andotevin detail about this in my field
diary. Acknowledging positionality and being refiex about how it impacts on
one’s research is a significant feature of femimsthodological literature and was a
fundamental part of my approach (Reinharz, 1992nI8y and Wise, 1993; Holland
and Ramazanoglu, 2002; Letherby, 2003). | cannioiirghte the power | have as a
consequence of being the interviewer but | catareven up the imbalance’ by

putting myself into my research (Stanley and WiS83: 181).

In many ways, | was an obvious outsider during nigriviews. | do not work in the
voluntary sector and | have limited experienceatiateering. The people |
interviewed often asked me why | was interestethénsubject. | told the truth; | had
studied Victorian women who engaged in philanthrapgl how this related to the
suffrage movement and, more generally, ideas alonten in the public sphere. |
also told them that | thought it was an interestinge to do this research due to the
recession and because the voluntary sector hadtigceme under the spotlight, as
the ‘Big Society’ idea (or agenda) was being disedsby politicians, journalists and
academics. | explained that | had found a lot odtwkas being written about the

‘Big Society’ did not engage with the people whorkexrl and volunteered within the
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voluntary sector. When | offered my participants géxplanation, they tended to
agree. | assume that they had asked me this qudetia reason, to assess what my
experience was, and to find out why | would beredeed in researching the
voluntary sector, something so central to theedivif | was not in the sector myself.
Several of the interviewees who were volunteereéske whether | had
volunteered, and | would tell them that my expereewas quite limited. Diane in
particular was very keen for me to volunteer and game knowledge of the sector:

D: Have you done any work in voluntary organisasi®n
B: I've done a little bit, but not much.

D: No, it would be quite good to get inside an migation and see how they
work, how they run, and get some different expessn | think that would be
useful [Diane goes on suggests which organisatishsuld approach and
how].
It was natural for my interviewees to be curiouswtbmy experience of the
voluntary sector, but | do wonder how this knowledigfluenced what they shared
with me and how comfortable they felt being intexved by me. There has been
much debate as to whether it is more advantageousfinterviewer to be an insider
or an outsider. If | had been an insider, ‘somewhe has special knowledge by
virtue of being a group member’ (in this case, geart of the voluntary sector), |
might have been offered a ‘more rapid and more det@@cceptance’ by my
participants, and | could have used my insider Kedge to ask more pertinent
guestions (Bailey, 1994: 514; Dywer and Buckle, 2@3B).

There are problems associated with being an indidenad, for example, been
working at a well-known voluntary sector organisatin Bradford, my interviewees
might have been less open with me, not wishin@yoasything which could expose
them or threaten their jobs. Furthermore, if | baén occupying this ‘dual role’, |
might have encountered what Adler and Adler (198j:refer to as ‘role conflict’ as
a result of ‘trying to sustain full membership ahd researcher perspective
simultaneously’. | might have felt unable to askt@i& questions or been unable to
see beyond the issues at my particular organisati®@an outsider, | was freer to ask

what | wanted, using the knowledge | had gainethfroy research into the
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voluntary sector instead of being burdened witlo@anisation’s agenda. Moreover,
as | have already mentioned, my relative ignoraridbe subject allowed me to ask
the ‘stupid questions’ without facing judgementifrony interviewees and | did not
have the ‘baggage’ of an organisation for thematatend with or make assumptions
about. Tinker and Armstrong (2008: 55) have oudif@ur benefits of being an
outsider:

By acknowledging their lack of cultural knowleddme tresearcher can: (a)
elicit detailed responses, (b) minimise the respatsl fear of being judged,
(c) ask some questions that a researcher fromathe sultural group may not
feel able to, and (d) maintain a critical distafroen the data.

Overall, my distance from the voluntary sector Haternible advantages and
disadvantages. My outsider status meant | wasjoaraey of discovery during my
interviews and | had to constantly ask my partiotpdo clarify and explain aspects
of the voluntary sector which were new to me ot tlthd not understand. These
were usually due to my unfamiliarity with the stiwres of organisations in the
voluntary sector; for example in my interview wilose, a trustee, | asked some
guestions about the legal status of charities amdyi interview with Jane | asked
‘what makes a social enterprise different from ariti?’ My inexperience may have
meant | was distracted and missed some signifisanes during the interviews.
Conversely, | was learning about the voluntary@eand its intricacies with fresh
eyes, which may have made my analysis more compsefeand potentially more
objective. Merriam et al. (2001: 415) suggest taiat an insider “sees” and
“understands” will be different from, but as vaéid what an outsider understands’.
On the whole, | found that it was beneficial todmeoutsider, but | might have had a
different experience if the people | interviewedl eeen part of a closed, tight-knit
group, suspicious of outsiders. The charactere¥tiuntary sector, its diversity, its

‘bagginess’ and its inclusiveness was also an assetg the research process.

| was never just an ‘outsider’ during the interveewly status changed from
interview to interview, and often during an intewi. The only obvious attribute |
shared with all my interviewees was our gender. fabethat we were all women

and that it was important to discuss women'’s exgpees was assumed. | was not at
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any point asked ‘why are you only interviewing wareThere are a few possible
explanations for this. | could infer that the wonenterviewed felt that they had
experienced the voluntary sector differently fromarmor felt that specifically
women’s voices needed to be heard. After all,whs a self-selecting group and the
women who had contacted me had done so for a re@sothe other hand, it could
have been simply because they knew | was comimg &#&/omen’s Studies
department, and so it was already acknowledgedhisatvould be my focus, and it
did not need to be questioned. However, if | haehtbee man, | might have been met
with some suspicion as to why my research was amlywomen. In this sense, being
an ‘insider’, in this case being a woman, was usé&ut this is not always this case.
Mullings (1999: 347), describing her experienceafiducting interviews with
female workers in Jamaica, reflected that she le&th bunsuccessful in creating a
gender-based positional space’ because other $astne more pervasive, such as
class and hierarchy within the workplace. In tl@sse, the respective genders of the
interviewer and interviewees are not always therwlieg identities within their

interaction.

It is also interesting to consider how my intervems responded to my feminist
identity. Unless prompted, | never explicitly refst to myself as a feminist, or
mentioned feminism in the interview questions,iyatould not have taken a big
leap of the imagination for my interviewees to aseuhat as a Women'’s Studies
PhD student, | was likely to be a feminist. Thisyrhave created an initial selection
bias, as some women who were more ambivalent t@dardinism or did not regard
it positively may not have responded to my advertliis reason. As a result, the
women in my sample may have been more ‘feminisnfily’ than the general
population. Some of my interviewees may not havdanrthis connection, or felt that
it was not important. Others, including Christieizie, Kathleen, Rebecca, Gillian,
Angela, Laura, Clare and Fran all discussed thejagement with feminism in
relation to their work or volunteering in the votary sector. | wonder if they would
have done this if they did not think | too was mnfieist and it was what | wanted to
hear. The subject matter was obviously influentaal] for those who had considered

it, my work had a clear, feminist agenda. MoreoVvégve to admit that the
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interviews with women who discussed their feminisare generally more relaxed
and congenial. It seems that acknowledging thiseshstandpoint was significant,

making both the interviewees and | feel like ‘iresis!.

The interviewees’ question | found most persona tmdny are you researching
Bradford?’ This was relatively easy to answer: bwaing Bradford as a case study,
it has a rich and diverse voluntary sector, | aomfBradford and | thought | could
use my contacts to recruit interview participaiitsis was accepted and everyone
who asked the question appeared to feel comfortaitiethe answer. Yet the fact
that they had asked this question meant that afisamt proportion of my
participants did not recognise me as being frondféra. This brings to the fore
certain issues about class and belonging. My agsett pronounced, and although
| was born in Bradford and lived there until | waee, | then moved out to a suburb
and attended a Leeds school. | often felt like $ wdraud when saying | was from
Bradford, and in some cases | felt like | had bé&mnd out’. For instance, prior to
the start of our interview, | was asked by Shirselyisband which school | had
attended, an innocent question because he wasete¢adteacher. | felt quite
uncomfortable revealing that | had not gone toasdary school in Bradford,
despite my claims to have lived ‘just up the rog¥en though it was true that |
had). The fact | had not attended a Bradford semgnsthool demarcated me and
my socio-economic background, implying my pareratd the money and the drive to
move to a better catchment area. Of course, thieipaints did not need to know this
information for them to make class assumptions abwu The fact that | was a PhD
student was enough. This was evident when Angetadiggussing where she went
to school:

A: I were at [Catholic comprehensive school], | d&mow whether you

know it, you probably went to Bradford Girls [a fpaying school]...

B: No, I didn’t [laughs].

A: [laughs].

It is clear from the excerpt that | felt quite defeve, and was worried that she would

think | was more middle-class than | was. Althouglould accept being an outsider
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to the voluntary sector, it was important for me twobe considered an outsider in
this regard. | wanted to be legitimate. This ishp@s because of Bradford’s national
reputation, and | know that those from the arearawf the stereotypes, may be
more suspicious of outsiders interfering. It wasbdlecause | felt that being thought
of as ‘posh’ would put me at a disadvantage, cgusame of my participants to be
less open with me about their experiences. Yetjwheas interviewing women
whom | considered to be more middle-class than thiigging imperfect social cues
like accent and economic status), such as Grac®asd, | reacted differently and
was perhaps more open about my background. Irsémse | was constantly
constructing and re-constructing my own identityilg the interviews (Reinharz,
1997; Best, 2003).

| have outlined some key areas where | felt disbgrisimilar to or different from

my interviewees; my experience of the voluntary@eeny gender, my feminist
views, where | am from and my social class. Yetgioture was much more
complex, and the interviewees and | had many na@etities. | am white, British
and was twenty-three years of age at the timeeoirtterviews. As | have discussed,
seven women identified their ethnicity (which fieifto BME categories), two
participants were American and all of them wereeptttan | was. Two-thirds of the
respondents were mothers and | am not. Many gbangcipants discussed their
religious beliefs or upbringings and | am an athdikerefore, there were countless
connections and disconnections being made duridlg ieéerview and my insider or
outsider positions were never fixed. As alreadydatid, it has been suggested that
there is always ‘slippage and fluidity between ehiego states’ (Mullings, 1999;
Dowling, 2000; Merriam et al., 2001: 405; Dwyer d@ukckles, 2009).

It is impossible to assess how each similarityissichilarity influenced the
interactions that took place. However, it is ingtireg to consider which
insider/outsider identities | imbued with significa at the time of interviewing, and
which | overlooked. My field diary does not containy references to the ethnicity of
my participants or any encounters with culturaledégnce. | was perhaps not

conscious of my own ethnicity, my ‘whiteness’, chgrithe interviews, because,
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regrettably, it is the ‘taken-for-granted norm’ @g2003: 906). Furthermore,
although I interviewed seven women who did idendi$yhaving a different ethnicity
from me, we were culturally quite similar. They wel born in Britain (with the
exceptions of Jessica and Gillian, who were Amajieand had worked in mixed
environments. However, cultural differences wereialsly at play during the
interviews and my ethnicity and cultural perspezis well as theirs played a part in
our interactions. Ayesha, for example, when refigrto the role her faith played in
her desire to be in the voluntary sector, told ha tas Muslims, we believe that...’
and at the end of the interview she explained $slanic beliefs in greater detail. For
Ayesha, the fact that | was white and the lacktb&psignifiers, e.g. a headscarf,
excluded me from being thought of as Muslim, amé$ constructed as an outsider.
In retrospect, my awareness of cultural sensiéisitheant that | skirted around
certain issues. For instance, in my interviews Wislhhmida and Rokeya, | did not ask
them whether they were single mothers, even wheyithplied it, because this can
be seen as a taboo subject in the South Asian caoitynli is also important to
recognise that | shared my ‘whiteness’ with threestprs of my participants, and
this too was tacitly acknowledged and constructathd the interviews. Rebecca
and Shirley both described the dominance of SogthrAmen in the Bradford
voluntary sector, a topic they might have omitteldhiad been South Asian. In doing
so, they may have unconsciously made an assuntp@bhwould identify with our
‘shared whiteness’ (Best, 2003: 906).

It is only on reflection that | have recalled tha@s&tances. At the time | was not
conscious of how the cultural and racial identibéshe interviewees and | had
manifested themselves during the interviews, ellengh with hindsight, it seems
quite obvious. | think this is because of the cansfluctuation of my status. | was
never just an insider or an outsider, | sometineesipied both roles, neither, or ‘the
space between’ (Mullings, 1999; Dwyer and Bucki&X)9). This became

increasingly evident as | began my transcriptiams data analysis.
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Transcription

Before | began the transcriptions, | assigned @acticipant a pseudonym (the
interview files had previously been given only aner). |1 chose to give first names
to my participants rather than calling them ‘Intewvee A’ etc., in order to make
their responses seem more personal and individdal.not select these names at
random. The pseudonyms were chosen because theyohaisimilar genre as the
participants’ original names, reflecting their itigas in some way. For example,
names were chosen to reflect the age of the gaaticiand the women | interviewed
of South Asian heritage were assigned names cobhpatith that. This may have an
effect on how my analysis is read, and it is pdedifiat certain assumptions will be
made. However, | think the names | chose can dffiereader a brief snapshot of
that participant. It was essential that the ineamees’ accounts remained
anonymous, but I did not want to strip them of theéentity completely, and naming

them in this way helped me to avoid that.

Transcribing the interviews was a lengthy and ofjeite tiresome process, yet in
retrospect, this period was absolutely crucial foresearch, as | was able to reflect
on the interviews, formulate ideas and begin addapth analysis of my data. | only
encountered one major problem whilst transcribing this was due to the fact that |
had conducted several of my interviews in noisyiremvnents, e.g. coffee shops.
This meant that | sometimes had to listen to aeractions of my interviews
multiple times to understand what was being sa@véler, because | transcribed
the interviews one or two months after conducthet, | could largely recollect
how my respondents spoke and what they said, makiadgask a little easier. | had
intended to transcribe each interview directlyrattéad taken place, but at one point
| was doing six interviews per week, so this becamgorkable. As it was, |
conducted the vast majority of my interviews ind@012, and had transcribed all

twenty-eight interviews by the end of September2201

| transcribed the interviews verbatim, without ateng up’ the language. | only

edited parts of the interview if there had beeim&erruption e.g. a phone call, or
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when the interviewee had gone completely off topar. instance, my interview with
Ayesha included a lengthy story of someone’s caigarto Islam, which | decided
to omit, but I still gave a brief summary of whaeshad been speaking about. |
included pauses, repeated or filler words and naadate of laughter or a particular
tone of voice. Including these speech foibles wseful later when | was trying to
recall the mood of each interview. It is generalfyyeed that transcribing is an
interpretive act; a transcription is not a trueresentation of an interview and
therefore the researcher is, consciously or ntgctee (ten Have, 1997 in Bird,
2005: 228). Bird (2005: 229) suggests that ‘althoogany of these interpretive acts
flow from the social, cultural, and linguistic ldean of an individual transcriber,
others are grounded in the transcriber’'s methododbgtance’. | cannot begin to
analyse the assumptions | made during the trarigmriprocess due to my social,
cultural and linguistic standpoint, although | guicénat | may have made many. In
terms of my methodology, it was important for megoord as much information as
possible about each interview from the recordingdjiaclude it within the
transcriptions. Poland (1995: 291) has arguedttigatemotional context’ of
interviews and nonverbal communications are alrabvgays omitted from the audio-
recording, and as a result, the ‘audiotape itsatfat strictly a verbatim record of the
interview’. In an effort to alleviate this probletnade field notes after each
interview, writing bullet points on how I felt theterview had gone, noting any

significant issues and which themes stood out fey for example:

Field Notes for Interview Ten ‘Adele’

* Interview a bit difficult at first, colleague wasgsent.

» [ felt a bit all over the place, did | let her tkinbout the questions?

* Motivations-security for family, found it difficulio get flexible job after
having children.

* Voluntary sector less professional, more infornmad &amily friendly.

« Private sector-may have to move around the coyslry can’t because of
children) and is also more ego-driven.

* Why more women in the voluntary sector? Men moterasted in money
and women more interested in care.

After | had listened back to each interview ancetyjpip the transcription, | expanded

my field notes into a paragraph, reflecting furtbarthe interview, how | felt about it
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and what the key themes were. This really helpedhpture the atmosphere and

content of the interviews, for example:

Interview Notes for Interview Ten ‘Adele’

This interview started off quite badly as her cafjae was hanging around at the
start and it put me (and her) off. As a result,qagstions were a bit
unstructured and | think | should have allowedrfmre silences in the
interview. However, this was a really good insigtid a person who does a job
(she is a landscape architect) which could be dotige public and private
sectors, but who instead has chosen to do thimjtite voluntary sector. On the
whole, this seems to be because it fits better gthcircumstances, she has
three children and is a single parent, and thisajtdws her to work from home
two days a week, and is generally quite flexibleave highlighted a section (on
page 12) where she discusses volunteering durseyen-year break from work
to have her children, she offered her skills feefto keep her ‘hand in’, so that
when people looked at her CV they couldn’t saylsid done nothing for seven
years. She also volunteered for a charity whictpeup struggling families, and
she helped a family with twins as she had had tlerself and knew how
difficult it was. This interview reveals some ogtHifficulties of being a mother
and working, especially when you do not have a stipfe partner, and how the
voluntary sector can ameliorate some of thesecdities.

These paragraphs grew in length with each transanipas | became more reflective
about my interview style and began to link themwss ideas. Lapadat and Lindsay
(1999: 82) have suggested that ‘analysis take®@ad understandings are derived
through the process of constructing a transcrigtdbgning and re-listening, viewing
and re-viewing'. Including these notes and takimgtime to consider each interview
individually meant that transcribing became parthef analysis, rather than just a

necessary step in the research process.

Data Analysis

The analysis of my data began during the intervighemselves, and continued as |
recorded the field notes, listened back to thewie/s, produced the transcriptions
and made more comprehensive interview notes. Amgjythe data whilst | was still
conducting the interviews allowed me to amend tiverview questions, for example,
a number of early participants mentioned the lddkanle union membership in the

voluntary sector, so | decided to incorporate astjoe about the voluntary sector
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and trade union involvement into the interview sitlle. The detailed notes | had
produced when transcribing proved to be invaluaklébegan to identify common
themes. The interview data were therefore codethusthematic analysis approach.
Fereday and Muir-Cochrane (2006: 82) describe thieranalysis as ‘a form of
pattern recognition within the data, where emergh@mes become the categories
for analysis’. This method has its risks, as aasdeer can be accused of only
‘seeing what you are looking to find’ (Babbie, 204244). However, | read and re-
read the transcripts, and through discussions mitlsupervisor, who had also read
the transcripts, | devised three organising thewtgsh were prominent in the data:
how women got started in the voluntary sector;vilbeking conditions of the
voluntary sector and how the voluntary sector Haahged over the last forty years.
Looking back, these central themes were alreadyiprent within my interview
schedule, and so to some extent | had already el@ewtiich topics my research
would focus on, based on the literature reviewd banducted. Yet, | did encounter
several surprises, for example, my first questioevary interview was, ‘How did
you get into working/volunteering in the voluntasctor?’ but | had not expected
the respondents’ answers to be so long and detadeealing a great deal about why
women in particular chose to work/volunteer in sleetor. | did not predict that this
initial question, intended to be a casual openeyldrbe the basis of my first
analysis chapter, pushing me to consider whetlegetivere particular times in
women’s lives where they sought out voluntary wankhow family background

impacted on attitudes to voluntary work and chesiti

Once | had decided on these three organising thdrttesn coded sub-themes within
the data, cutting and pasting text under headimygard documents. As an example,
under the theme ‘working conditions in the volugtaector’, | created several sub-
themes, including: pay, career progression, atitnfdnanagement, job security,
flexibility and childcare. The majority of thesesiges had appeared in my interview
schedule, but I did not know how significant sommuld be and why. For instance, |
underestimated the importance of flexibility in tr@untary sector for both paid
workers and volunteers, and did not fully realis& twwhilst job insecurity was a

major factor, most paid employees in the voluntagtor had learnt to live with it.
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This method of data analysis effectively organisgddata into themes, whilst
allowing for the unexpected. | decided not to uspecific computer programme to
code my data, due to the relatively small sampe and because | had conducted all

the interviews myself and could remember them well.

Conclusion

This chapter has explored why | made the methoddbghoices | did. These
included: how my political views and personal beggny had a guiding influence on
the whole research process; why | chose to focusamen in the voluntary sector;
why it was important to interview both volunteerslgaid workers and why | chose
Bradford District as the site of my study. | hawglained why | took the decision to
conduct semi-structured interviews. This was prilmaiue to a historic lack of
engagement with first-hand accounts of those whikwaod volunteer in voluntary
sector and because | wanted to explore participaragvations, and considered
interviews to be the most effective method of dasngl have outlined the ethical
issues involved in researching human subjects anceaponse to them. This chapter
has described how | obtained my research sampleth@nproblems which emerged
when using the ‘snowballing’ method, namely beingravhelmed by respondents
and as a result arranging interviews with women didanot quite fit with my
research, and also the potential exclusion of wowtemdid not have access to e-
mail. | also discussed how and why the sample engduking dominated by paid
workers and how this is reflected in my analysisave detailed how | approached
the transcription of my interview data, demonstrgtihat this was an important part
of my analysis. | have also outlined the methodc@igapproach | took during the

analysis and have outlined the emergent themey idata.

This chapter contained my in-depth reflectionstengrocess of interviewing. | have
suggested that some of the questions | posed diari that well in practice and
that my relative inexperience as an interviewee@td my confidence during the
interviews. | have described why | often playedshbordinate role during the

interviews, and how this was both advantageoudd@aatlvantageous. During my
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discussions on power relations, the insider/outsigbate and how | managed the
relationships between the interviewees and myskbHye discussed that whilst |
have engaged with the canon of feminist methodoldditerature, | have not always
agreed with it. However, the crux of my methodolbgg been my reflexive
approach, which is a significant aspect of mostiféshresearch. | have
acknowledged my standpoint, and consistently regtbon how my identity and my

actions have influenced this research project.
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CHAPTER 3. MAKING CHOICES? INITIAL ENGAGEMENTS

WITH THE VOLUNTARY SECTOR

In my literature review, | reported that women ¢oué to be over-represented in the
UK voluntary sector’s paid and unpaid workforcestigalarly in the sector’s largest
sub-field, health and social care (Fine, 2007; DCR@9a; Teasdale et al., 2011
65). Yet there has been little analysis of why had this gender segregation has
developed. Left unquestioned, it is easy to chares all work in the voluntary
sector as a form of ‘care work’ and lean too hgaoti assumptions about the
association between women and caring. This casgahaption was reinforced by
the interviewees themselves, who, when asked ‘vehyadi think there are more
women in the voluntary sector?’, often discussédkabetween women and
caring/care work. There also exists, within theréiture and general discourse, the
notion that those who choose to work (unpaid) aébluntary sector have an
inherent inclination to ‘do good’, and are partanly altruistic in nature (Sheard,
1995). The lower wages in the voluntary sector camag to the public and private
sectors have led some to surmise that there ig@actation that voluntary-sector
workers are content to receive less money becaesgabs offer them an emotional
satisfaction, a ‘warm glow’ bonus (Andreoni, 19®utherford, 2011). Job
satisfaction in the non-profit sector is measurdtfjher than in other sectors and in
countless studies women frequently report greatesgtisfaction than men, and
usually prioritise job satisfaction over financialvards (Hodson, 1989; Clark, 1997;
Benz, 2005; Donegani et al., 2012). Yet whilst matthe literature on the
voluntary-sector workforce hints at why people tigatarly women, may seek work
(paid or unpaid) in the voluntary sector, there Ibe@sn very little discussion of the
specific motivating factors people regard as sigaift, and perhaps more
importantly, the pathways people follow into ancbtigh the sector, and how these
pathways themselves may be gendered. This chamiesds on how the women |
interviewed described their initial engagementdlie voluntary sector, in order to
understand what underpins motivations for workimghie sector and offer some

possible explanations as to why more women thanfidrwork in this sector.
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When examining the interviewees’ narratives of ltbey came to be in the
voluntary sector | found, as | shall elaboratet tiether the desire to care nor the
urge to satisfy an altruistic nature were the melgtvant reported motivating factors.
This chapter argues that the interviewees’ ingratounters with voluntary work
were either due to what they perceived as a lifglemgagement with voluntary
activities and/or were based on pragmatic decisi@mendent on and restricted by
their circumstances. These circumstances werelysassociated with the lived
experience of being a woman, most prominently wititherhood and childcare
issues. Decisions to work in the voluntary secterexthusiot made because the
interviewees believed they possessed any typitfaltyinine’ attributes, such as
heightened empathy or the desire to care. Theicebavere limited by economic
and structural factors. The different way in wheath interviewee discussed her
disposition towards voluntary work was stronglyluenced by her particular cultural
and class background. The search for job satisiaetas a recurrent theme, as was
the impact of encountering unexpected opportunitiethe interviewees’ stories of
their respective journeys into the voluntary seatarratives of choice, circumstance

and culture were pervasive.

| have decided to concentrate on the most commuatesanto the sector as described
by my interview participants. | will discuss theaanviewees who felt that voluntary
work was ‘second nature’ to them because it had pee of their childhood and
upbringing. Related to this, | will analyse thepdisitions - religious, political and
altruistic - that were regarded as motivating fesfor a lifelong engagement with
voluntary work. | will suggest that there appeai@tie certain times in women’s
lives when they were more likely to enter into ertpaid or unpaid work in the
sector. For the volunteers, this was early motheatband at retirement age. In
relation to paid workers, I will discuss the youngmen who started their careers in
the voluntary sector and the women who made thisidedo join the voluntary
sector after years of working in the public or pter sectors. | will examine the
particular career trajectory of the service usendd paid worker, and what this can

reveal about why women engage with the sector.rotees | identify are not linear
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and there are countless overlaps. However, theat¢hesis for this chapter is that
women'’s participation in the voluntary sector, eiths paid workers or volunteers, is
not primarily motivated by either altruism or empatinstead, the women in this
study followed established and conventional patts voluntary work, making
pragmatic decisions based on their social and enancircumstances. The chapter
is divided into four sections: Early Histories obMntary Work; Charitable

Dispositions; Life Stage and Service User Trajeesor

Early Histories of Voluntary Work

In this section | analyse how an early engageméhtwelunteering can embed a
disposition of charitable working into women'’s IszéNot all the interviewees had
volunteered as children but those who had usuaiyab their adult
volunteering/voluntary work earlier than those wiaal no experience of
volunteering as a child. | will discuss the par&unfluence of parents, socio-
economic background, school activities and theahur developing the will and

capacity to be involved in this kind of work.

Upbringing and family background were cited as majluences for engaging in
voluntary work. Several of the interviewees disedsstheir parents’ voluntary work
within their communities. These were often inforradlivities, such as work for the
local school or church, or cooking and cleaningédidlerly neighbours. In their
narratives, the impulse to do voluntary work wagmficonstructed as learnt
behaviour. Kathleen discussed the voluntary workied out by her parents for the
Labour Party and the church, ‘but none of us thougterms of voluntary work, it
was just a way of life’. Similarly, Gillian referdeto voluntary work as ‘a family
tradition’, and by going into it herself she wasralg ‘modelling’ her parents. Fiona
described her parents instilling within her and $iblings the obligation to help and
give to others in their community and Ellie obsertieat ‘it's kind of been
something that I've always done’. Here, voluntagrkvwas described as an activity
that they had been socialised into from an earky Bgbecca Taylor (2002) and Jon
Dean (2012) have discussed volunteering in reldbdpierre Bourdieu’s (1992)
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theory of habitus. They use Bourdieu’s frameworkov we embody and reproduce
social norms to explain why some people are maentated towards voluntary
work than others. Taylor (2002: 86) argues that:

Habitus gives rise to particular set of expectatiand priorities about what
labour is, what work is possible and how work skddag balanced in
different spheres. To use Bourdieu’s terms, it ‘ssa# virtue out of
necessity’ so that particular forms of laboursraveforced but appear as
logical choices resting on class and gender identit

Modelling their parents, the motivation to voluntappeared to have come ‘quite

naturally’ to the interviewees.

Not all the women I interviewed rooted their desagarticipate in voluntary work
in their parents’ example. Some felt that they aetilvely gone against what was
expected of them. Suzie suggested that she hadnedioeolved in voluntary work
through the Duke of Edinburgh Awardscheme because she ‘never liked being at
home’ and that within her family ‘you didn’t do ahyng for anybody else, unless it
was family’. She goes on to explain the benefits gained from volunteering as a
teenager and the lasting effect it had on her life:
But | found that you gained a bit of status by dosomething which was
perceived to be good, so, that’'s where it statadly, and I've worked all my
life doing voluntary work.
Similarly, Christine remarked that although her tiipdping on a council estate had
been very influential, leaving her with ‘a sensdha collective, the communal’, she
had forged her own path from an early age:

It wasn’t about being given a sense of community thiat being about my
parents or something, it was what was importamiéo Because none of my
family have done what I've done, they all think aste my time and energy
on other people.
It was obviously not a requirement for the intewees to have had an encouraging
or inspiring parent directing them towards voluptaork, although for many of the

women | interviewed this factor appears to havenlzpete influential. However,

!> The Duke of Edinburgh Award was established in6l9%e Award focuses on young people and is
run through youth clubs, voluntary organisatiomho®ls, colleges, young offenders’ institutions and
businesses. One of the Award’s four programmessiegon volunteering, where participants must
‘undertake service to individuals or the commun{uke of Edinburgh, 2013).
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what is clear is that even those without this pasitamilial influence still felt that
their propensity for charity work, which had beemthvthem from an early age, was
something they had prioritised and something whath ultimately defined many of

their life choices.

Although during the interviews | did not ask exjlguestions about participants’
socio-economic backgrounds or ask the intervieweslf-define their class, their
narratives suggest that Suzie and Christine wera the most working-class
backgrounds among my interviewees, bringing tddhe questions about class and
the culture of charity work. Historically, formabluntary work has been seen as an
activity for middle-class, ‘do-gooder’ types (M@yil969; Aves Committee, 1969;
Wolfenden Committee, 1979). In 2014, there is atikndency for volunteers to
come from middle-class backgrounds, and they damaithee more professional and
managerial voluntary roles, e.g. charity trustesitmms (Vernon and Stringer, 2009;
Mohan, 2011). Taylor (2005: 128) suggests thatttiisd signifies who holds social
and cultural capital, as those from the establisheltile classes are more able to use
their ‘family’s social networks in the charity wdtlto ‘access public positions of
power’. The narratives of the interviewees who wergwardly, the most middle
class (based on their jobs and family backgrouBddce and Rose, demonstrated the
impact of middle-class culture and capital on daéinns towards voluntary work. In
terms of culture, whilst Grace did not refer toaatjgular familial influence, she did
describe voluntary work as ‘a kind of moral obligat. These remarks are
comparable to the discourse used by middle-clas®Nan philanthropists who
regarded charity as a moral and social duty (Ta@005; Prochaska, 2006). Rose
did not rely on family connections to obtain a palplosition of power, but was able
to use her education and experience of teachingetiss her wider social networks
to access posts on governance boards, eventu@igiat) a post as a non-executive
director for the local NHS. In contrast, Suzie &fdistine, coming from
unsupportive and uninterested families, were ndilied with a sense of moral duty
nor could they rely on existing networks directthgm towards work in the
voluntary sector. This is perhaps why their navestisuggest that they entered into

voluntary-sector work in spite of their family bagkunds, not because of them.
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Taylor (2005: 134) argues that class and ‘cultumaéritance’ fundamentally shape

attitudes towards unpaid work, making it ““somethiou do”, even “something you
have to do”, or “something you don’t do™. SimilgrlJon Dean (2012: 3) in his work
on youth volunteering and Bourdieu, suggestedahaiddle-class child is more
likely to be orientated towards volunteering beeanisan ‘advantage’ and ‘self
assurance’ which are not innate but have ‘beenddainto their bodies and brains
over time’ and become ‘second nature’. For childrem poorer areas, Dean (2012:
2) argues, formal volunteering is ‘simply not paifrtheir habitus’. If family
background and class are as significant in shagisppsitions to volunteer as Taylor
and Dean suggest, this could explain why Mohan 1201 found that 7.6% of the
population do 49% of formal volunteering hours, #mat this engaged ‘civic core’
are more likely to be middle-class. Yet, interaggynnone of the women interviewed
identified their parents as having been involvedny formal charity work for
registered organisations, except Gillian whosediattas a Christian minister. The
women | interviewed had gone one step further thaim parents and had engaged
with formal volunteering. This could reflect thepemential growth of the voluntary
sector over the last four decades, and how, ubkere, work in the sector is now
seen as a viable career path. It could also sugfugstlispositions towards voluntary
work cannot easily be divided along class linesh@&ugh there was a disparity in the
ways the more middle-class interviewees and theemworking-class interviewees
talked about their orientations towards voluntegrior them and for the
interviewees in-between, formal volunteering hadooee part of their habitus and a

life-long activity.

Out of twenty-eight interviewees, ten first encarat voluntary work through
school, particularly the Duke of Edinburgh Award biso through church and youth

groups such as the Girls’ BrigatfeBeing encouraged to participate in voluntary

'® The Girls’ Brigade is a Christian organisation hynlocal groups throughout the UK. Its
membership is girls aged four to eighteen. The&teggencourages community involvement (often
through schemes like the Duke of Edinburgh Awara)Has an overtly Christian message: ‘it is
committed to seeing lives and communities transéati@nd enriched as individuals seek, serve and
follow Jesus Christ’ (Girls’ Brigade, 2013).
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work through these means opened up that world, veheis a form of escapism and
gaining status outside the family (Suzie), ‘beirgtf something’ (Natalie) or as
something they enjoyed (Amanda). Many school pygaldicipate in the Duke of
Edinburgh Award scheme (two million young peopleipgated between 1956 and
1989 - the period in which the majority of my intewees attended secondary
school) or will get involved with volunteering thugh church or youth groups, and
most will not go on to volunteer as adults or wirkhe voluntary sector (Duke of
Edinburgh, 2013). However, if a person has fronoang age done some form of
voluntary activity, it is perhapsiore likelythat they will feel able to and want to
carry this on.

The influence of school activities was discernilpiarticularly if the interviewee had
attended a faith school. At Natalie’s (unidentijiéaith school, voluntary work was
part of the curriculum:
It was very much encouraged at school that you hadsixth form you had
half a day out to do some good work, so you hagbtmto a school or visit
an older person. It was in there, it was part odtwou did, that was part of
your week.
Karen also discussed her school’s charitable fotusent to a Catholic school
where | did a lot of fund raising and things, anelwere always raising for some
charity or doing something for another charity dratever’. The particular influence
of having a Catholic upbringing and attending ahGh¢ school was marked. Five
interviewees explicitly discussed their Catholibupging, although none of them
were still practising. They commented that they baen ‘dragged up Catholic’ and
that having a ‘Catholic indoctrination’ had influesd their decisions to participate in
voluntary work (Angela and Louise). In the UK, Galtb schooling usually
incorporates some form of voluntary work/commuritgion in the curriculum and
offers religious instruction on the value of chaand helping others (Grace, 2002).
Louise commented on being inspired by missionam&snuns visiting her school to
talk to students about their charitable work iniédrand Natalie mentioned the
influence of ‘diocesan visits and things like thdthere is not enough evidence here
to suggest a correlation between attending fatioasks, particularly Catholic
schools, and future participation in voluntary wdbskt this does demonstrate the
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significance of early participation in voluntarytiaties and of growing up in a
culture which places a high value on charitablekwor

The role of the church, parents and schools ira$ietig volunteering behaviours
has been well documented (Janoski and Wilson, 1R88koff and Sundeen, 1998;
Jones, 2000; Sundeen and Raskoff, 2000; Haski-lteakr2009). However, the
particular features which have encouraged youtlagement with volunteering in
Britain between the 1960s and 1990s, such asdeltboling and the Duke of
Edinburgh Award, have not received much attentitighlighting these features can
help us look beyond volunteering as a predominanttdle-class activity, as
participation through these means cuts across dleissons in the group of women |
interviewed. Chance was also a factor here. Ihikely that when choosing which
school their children attended (if they had a cbparents prioritised a school with
a history of charitable involvement. Yet attendaateertain schools which worked
to incorporate charitable activities into the ccutum seemingly affected some of
my interviewees’ lives forever, firmly placing thesn the path to voluntary work.
Many of those involved in voluntary work today au@ there because they have a
completely different outlook or world view from tineajority of the population; they

are there because they were given the opportumiiglunteer at a young age.

The participants in my study often described vamtvork in terms of it being
‘second nature’ to them (Suzie). | have suggestatian early engagement with
volunteering has a lasting effect, potentially ameging those who had this
experience to seek out voluntary work as adultsialtg, those who are in the
voluntary sector may search for an explanationoe¥ And why they got there, and
root it in their participation as children. Eith&ay, whilst participation in youth does
not equate with participation in adult life, it caarhaps make one more open to

work in the voluntary sector when opportunities presented.
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A Charitable Disposition?

The search for an explanation can also be sedwiarticulation of certain
dispositions: religious, political and altruistighich | will discuss in the following

section.

The Influence of Religion

| have focused on Catholicism above because itsiggposted as influential by
those who had been brought up as Catholic andtbatianded a Catholic school,
despite the fact that these participants no lopgeetised this faith. It seemed that
their early experience with Catholicism had not teém with the religiously
inspired disposition to participate in voluntarynkiobut had ingrained a disposition
of charity in their lives. Even those who self-itiéad as practising Christians
(Church of England and Nonconformists) did not dwalhow their faith as such
had influenced their decision to engage in chavibyk. Instead they focused on the

voluntary activities they did through the church.

However, when other interviewees discussed diftargigions, they were more
explicit about how their faith had shaped theittadies towards charity. Jessica
observed that ‘as a Buddhist | think I've got @sg feeling that...that helping
people is the main thing | want to be doing’. Haleg Ayesha and Nasreen
described themselves as Muslim, and commented wridlam inspired them to do
voluntary work. Haleema remarked that, ‘We neven tublind eye to anyone that
wants your support, and not just because of tlk@rlour, and that’'s what my
religion teaches me. You look after those thatilese fortunate than yourself'.
Ayesha said:

| think it's been a huge motivational tool for medd don’t know how that
fits in with anything else but I think religiouslive grown over the last few
years and | think it...it has, |1 don’t know, it migkdund all wishy washy or
something, but in terms of my purpose in life, amterms of why I’'m here,
as Muslims, we do believe we're here to help peopéere here to help
mankind, we're here to serve one another, anchktthiat’s one thing that
I’'m always mindful of.
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In the methodology chapter | discussed what | betigo be Ayesha’s tacit
acknowledgement of my ‘whiteness’ and her assumgtiat | lacked knowledge of
Islam. She and the other Muslim women | intervieweay have felt they needed to
explain Islam and its links to charity to me, pgrhianore than the Christian women |
interviewed (who may have assumed that we shacedt@al perspective). This may
be one reason why the Muslim women (and the Buddiosan) | interviewed were
more descriptive about their faith’s attitudes todveharity. Nevertheless, in these
interviews, | was left with the distinct impressithrat Islamic scripture and teaching
had encouraged their voluntary activities rathantthe cultural or social practices

associated with this religion.

The practice of charity, certainly the giving ofactiable donations, is fundamental to
Islam. One of the five pillars of Islam is the zgkahich requires that a contribution
of one’s income be redistributed amongst the pobis takes the form of a tax in
most Islamic countries, but can also be seen itUthén the donation of money to
international Islamic NGOs, which is particularlyoeuraged during Ramadan
(Singer, 2006; Kochuyt, 2009). The extent to whtwod culture of charitable work is
ingrained in Islamic institutions in the UK (in cparison to Christian institutions,
for example) is more open to debate. In the UKyches and church-related
organisations are often regarded as centres fantanly activity and there is a solid
Christian tradition of philanthropic work (Harrid)02). Mosques and Islamic
organisations are a visible feature of the UK vtdmy sector, particularly in
Bradford, but are (inevitably) less established kac# the infrastructure of their
counterparts in the church, perhaps because tleey @ore recent feature. This
could be a substantial reason why the Muslim wometerviewed discussed their
faith motivations, but did not discuss involvemanvoluntary activity within or

through their mosques.
The participation of women in different religionaynhave also been a factor. Those

who were Christian or Christian-raised discusseddbmmunity hub’ aspect of their

churches for both their parents and their own @s/within it, e.g. running
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children’s groups (Natalie, Amanda, Anna). In congzn, whilst Fahmida (who did
not explicitly identify as a Muslim but indicatelat she had a Muslim upbringing)
did connect her voluntary work back to her fath@eavy involvement in mosque
activities (allotment/building projects, organisiegents), her mother and the
children only had a supporting role, e.g. cateforghese events. In fact, as a
teenager Fahmida had had to give up helping hieefatt the allotment project
because her father did not like her being arouhdranen. In the UK, more women
than men are ‘active churchgoers’ and women are tilely to be involved in the
running of the churches’ community activities, é&gnday schools and fundraising
events, whereas in Islam (and Judaism) women ssangolved in the
organisational aspects and generally have fewégattins (Loewenthal et al., 2002;
Levitt, 2003: 61). The mosque and the running efrttosque and other Islamic
organisations tend to be very male-dominated. ¢tusd account for why, although
they may have felt influenced by their faith, the$im women | interviewed had

not had the opportunity to be involved in the foretaaritable aspects of Islam.

Even though the mosque and related organisatiahsadiappear to play a role in
facilitating their initial encounters with volungawork, these three women did cite
Islam as a motivating factor. However, their raigs beliefs were just a small part of
their path to voluntary work, paths which appedmelde dominated by a drive to be
successful and have a job they enjoyed which bigeefihe community. For
example, Ayesha’s first formal encounter with chasiwas during her Masters
course when she decided to create a multi-medialliatson to promote the Make
Poverty History campaidh This experience spurred her on to seek worken th
voluntary sector, where she felt her skills coutdused to their best advantage:

| think that just gave me a flavour of actuallyngsimy skills as a platform in
terms of working in the voluntary sector, and maybmg my
communication skills as a stepping stone in...ndtghsring their message
but maybe promoting it in a more effective way hessayou can have a
fantastic message but if it's not delivered in tight way then it just gets

" The Make Poverty History Campaign is a coalitibetarities, religious groups, campaigning
organisations and trade unions which focus on rieduglobal poverty through lobbying
governments. In the UK, the campaign rose to premia in 2005 when Britain hosted the G8
summit (Make Poverty History, 2014).
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lost. So | thought | would use my communicatiorlskas a way of maybe
helping to make a difference in the community.ihkithat just set the tone,
after my Masters and my final year project | knetatvl wanted to do, and |
think that from there my aim was just to try and igé the voluntary sector
somehow.
| do not want to minimise the importance of religganotivations; rather, | want to
highlight that these women did make pragmatic,erafecused decisions to enter
into paid work in the voluntary sector, and theseisions appear to have been made
independently of their religious views. It may als®relevant to note that
discussions on religious motivations usually totdcp towards the end of an
interview and in the vast majority of interviewsligious belief was not referred to
unprompted. For the women who were religious, #uot that they could align their
religious beliefs with their work appeared to beadlded bonus, rather than their
faith being the ultimate guiding force behind thespirations to work in the
voluntary sector. Similarly, it is important notd@er-emphasise the influence of
religion on the interviewees’ choices to particgat voluntary work. Many
participants did not discuss the influence of ieligand when asked the question
about religious motivations described themselvasoasbelievers or atheists. Suzie
observed:

But I'm not religious, | had too much of that ashald. It was a great escape,
| was sent off to the Sunday school...but no, | dba¥e any kind of moral
thing, | like doing it, and | love working in itpd if | don't like it, then I'll
stop doing it.

The influence of religion was recurrent theme ia ititerviews. This could be
because the interviewees’ first encounter with mtdey work was through their
church, or because the interviewees felt theihfexplicitly encouraged them to
participate in voluntary work. Yet religion was meesuggested as the sole reason for
involvement in the voluntary sector. As we will sdee trajectories of participants’
careers and activities were instead guided byiassef circumstances and pragmatic

decisions.
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Influence of Political Engagement

The line between volunteering/paid voluntary wonkl @olitical involvement is
often blurred. A number of the interview participginnitial engagements with
voluntary work coincided with the start of theirliioal activism, usually in their
late teens and early adult life. Some were aféliato political parties and
campaigns, e.g. Kathleen and her family campaidoethe Labour Party, Gillian
volunteered for the campaign of Democratic Pargsjlential nominee, and Ayesha
campaigned for the Palestinian cause. For sevaratipants it was as though they
had actively sought out an environment where tloeycccombine their politics with
their work. This was patrticularly the case for th@gth an interest in feminist
politics. In the 1970s, Kathleen searched for vtdanwork at a women’s shelter
after she and a friend watched the documentarge&@orQuietly or the Neighbours
Will Hear'.* This evolved into a long-term involvement with destic violence
organisations. In the 1980s, Claire was eagentbdifeminist collective which did
more than just consciousness-raising, one whiclsaldething ‘practical and
useful’, so joined a local rape support servica aslunteer. Both Kathleen and
Claire were then recently politicised young womdrowvished to channel their
feminism into making a discernible difference tomen’s lives. This desire was not
confined only to volunteers; Suzie had also begolued in a rape support service
for many years and was very clear about how hetigadlmotivations drove her to
do the job she does:

You know, well I'm a feminist, so it's part of thpblitical thing to work
within an organisation like this but also know hthe organisation works.
It's that holistic thing, rather than just thinkh'pl’'ve got a job, I'm just going
to do that job 9-5, then I'll go home’. My politicey feminist politics,
doesn't go like that.

Feminist voluntary organisations are perhaps a goathple of where an ideological

focus is directly mapped onto the work carried &t instance, when organisations

18 :Scream Quietly or the Neighbours Will Hear’ wad@cumentary broadcast in February 1974.
Made by Thames Television, it focused on the wdrkrin Pizzey and Chiswick Women'’s Aid
(established in 1971) and was one of the first duwmtaries to show the pervasiveness of violence
against women and children (British Film Institu2,13). Pizzey published a volume with the same
title in 1974.
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like Rape Crisis and Women'’s Aid were establisileely were run solely by
volunteers, who were willing to devote a lot ofititéne and money to provide
services for women in need (Women'’s Aid, 2013; R@psis, 2013). Now these
organisations have evolved and can employ somevpaikers and there is the

opportunity for women to make a living whilst puirsyi their feminist politics.

Some form of engagement in feminist politics wa®amon experience among the
women | interviewed, but other political motivat®also emerged. Rokeya, for
example, focused on anti-racism politics and hejgiisadvantaged BME groups.
Through her voluntary work as a teenager, Lauratecvery involved with
environmental politics and this had a big impacthenlife, especially her career
choices:

So that political side grew for me, and | guessitlifestyle choices...it
started to affect my whole life, not just in terofsoh, this is a fun thing to
do and I'm enjoying learning this, and | feel momnfident because I've got
these skills now’ it was also...what | cared aboutnypersonal life as well.
So | moved back to Bradford, didn’t know what towdith myself, then
again, | volunteered for [an environmental charitigg organisation that
started me off with the whole thing, and then gbttaf work with them at
[young persons’ charity], so trying to do youth wenvironment stuff.

Registered charities can never have only a pdlifiagoose, but ‘charities can
campaign for a change in the law, policy or dedisiwhere such change would
support the charity’s purposes’ (Charity Commissg008). Thus, the nature of
voluntary-sector work, providing and campaigningdervices that the state does not
or will not adequately provide, can be both inatkemtty and advertently political.

The sector is often regarded as a site of rebedlimhprotest for those working

within it and this was very much the case in th8@Qunder Thatcher’'s government
(Lewis, 2008). Shirley observed:

So, 1989...it was when Mrs Thatcher was declaringttiexe was no such
thing as community, but the power was going todtvmunity, | don’t know
how she squared that, no such thing as societgh®mitvas putting power into
the community, she said | think. So | thought ‘atigd’ll go and work with

the community and see what power we can take.

19 Shirley was referring to a quote from an intervisith Woman’s Owrmagazine in 1987, where
Margaret Thatcher remarked that ‘there is no shitgtas society’ (Thatcher, 1987).
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Political motivations, like religious motivationsere never cited as the only reason
why an interviewee became involved in voluntary kvétowever, if, as a young
person, they had undergone significant politicaatihis did encourage them to seek
out voluntary work and perhaps go on to choose@ecavhere they had the
opportunity to exercise and apply their politics.

An Altruistic Disposition or the Desire for Job Saisfaction?

A number of the interviewees reported altruistidinagions for engaging in
voluntary work, separate from any religious influes. For example, when asked
what motivated her to volunteer, Grace observesufipose it’'s just a question of
doing what you think is a sort of good thing, aitithing to do, it wasn't a religious
motivation at all’. Other interviewees talked abwalunteering as a way of ‘giving

back’ (Natalie) and doing something that was ‘sibhceawvare’ (Diane).

The paid workers | interviewed were always veryegdg point out that they were
not in the voluntary sector for the money or justib a job. Christine commented: ‘If
| really, really wanted to make some money, | caydcand do that but you know
what, it really wouldn't feel right’. Fahmida renkad that:

For me, because | was volunteering and then gotiinand because | do care
about it, for me personally that’s how it is, blinlow there are one or two
people that to them it is a job, they do their Iscamd they go home. But |
don’t feel like that.

Fiona and Angela (both paid workers) were also keeatharify that they would
continue to be involved in voluntary work evenhéy were financially secure:

Even if | won the millions on the lottery, | coul buy a Euro ticket tonight,
| could win £135 million, | would probably still dsomething in a voluntary
capacity. Yeah, | think | would, it's always bedrte, whether | worked in
the voluntary sector or not, or whether | didn’triwat all, | would still do
something in my local community, without a doubib(fa).

| can totally understand full-time volunteers, aiidwvas a millionaire, if |

won the lottery, I'd still have to do some work.tBwouldn’t do paid work,
I'd do the voluntary work that | wanted to do (Arhaje
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These remarks may seem a little clichéd, but theyeatually quite complex. It was
clear that neither Fiona nor Angela would be wilto do the same job they do now
if they were unpaid. Instead, they would like toke#he choice of where they
worked and how much they worked, to carry out vtdmnactivities without the
pressure of needing to earn money. This is sigmtficand is a reminder that
although the majority of my interviewees indicatkdt they did not view their paid
work in the voluntary sector as ‘just a job’ andreveategorically not ‘in it for the
money’, these were still jobs, jobs which they wea&l to do and which,
economically, they were dependent on. This is aditinish any altruistic
motivations that the interviewees may have felt,ibstead to suggest that for the
paid workers at least, the desire for ‘job satisfe may be a more useful term

through which to view their dispositions.

Davey (2001) found that women are more likely thaan to look for jobs with
‘social value’ and which ‘contribute to society’dcthat they do not prioritise
financial rewards. Haleema’s views seemed to epgeitiese findings:

With women it's more about morals and principley] & you can do a job
well and you still don’t get the amount of monegtthiou expect, but you get
the job satisfaction, then that is more than enougfink that’'s more an
emotional character of a woman, rather than a male.

Haleema’s idea of what contributes to ‘job satigéac for women is interesting. |
would argue that women'’s prioritisation of work whimakes a ‘contribution’ or has
‘social values’ is inherently linked to a desire &nd the fulfilment of ‘job
satisfaction’. Karen’s comments are a further exaropthis:

But no, | think the main reason why | wanted to kvior the voluntary sector
is that | feel like I'm doing summat, | can't...l domhink | could do
something that | wasn'’t interested in, do you knalsat | mean? | could get
up and go and sit in a bank from nine 'til fiveddive not always known
what | wanted to do, but I've always known whatdrdt want to do, if that
makes sense. It’s like | just couldn’t get up aedobred all day, every day,
and it's like even if | made a bit more money dosagnething else...it would
be awful, | just don’t think it's a good way to &V think if you’re doing
something that you're interested in and that’s taxgiand you get to meet
some of the most wonderful people in the worldnth's not really like a
job...well it is, but it's not a chore like | knowlat of people’s jobs are.
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Karen, like most of my interviewees, felt that thenefits derived from work in the
voluntary sector outweighed the loss of any poédm’tarnings. Yet the benefits
Karen described were still self-related: she wambei@el like she was doing
something, she did not want a boring job, she whatm@b that she found exciting

and where she could meet interesting people.

As | have discussed at the beginning of this chiafuile satisfaction in the non-profit
sector is higher than in other sectors and in ggnacross all sectors, women are
more likely than men to report greater job satisfec(Hodson, 1989, Clark, 1997,
Benz, 2005; Donegani et al., 2012). Clark (199%) finat forward a possible reason
for this apparent relationship between gender ahgatisfaction: women have lower
expectations of work than men. This is convinciegduse the evidence suggests
that women actually have worse jobs than men dibaarClark (1997: 364-5) notes,
‘women’s higher job satisfaction does not refléetttheir jobs are unobservably
better than men’s’. In fact, women still have ur@qccess to employment
opportunities and continue to be paid less than fmedoing equivalent jobs
(Manning and Swaffield, 2008). Women are socialisga accepting, and are
expected to accept, lower-status and lower-paid {(Blowe and Sniznek, 1995;
Bradley, 1999). Within this restrictive and unegjodl market, women may prioritise
the ‘social rewards’ over the financial, tying thgib satisfaction to work which
makes them feel valued for helping others and whekes a discernible
contribution to society. This could be one explaraas to why more women than

men are attracted to work in the voluntary sector.

Although some of the women | interviewed expresd&distic motivations for
engaging in voluntary-work, all felt that they ha@de a choice to align their beliefs
with their work and had experienced the benefits,datisfaction, of doing so. As |
have discussed, these choices were not made icuawa The organisation of paid
labour is set up in a way that disadvantages waanenimits their opportunities

(Evetts, 2000).This means that women may chooparsue different work-related
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rewards than men. Women'’s prioritisation of workiethoffers ‘social rewards’ can
be viewed as the search for job satisfaction wighrastricted environment.

In this section, | have discussed how differenoa®iigious background can impact
on participation in charity work. The women who Hmeekn brought up in Christian
households, particularly those who had come fraddatholic background and/or had
undergone a Catholic schooling, linked their epdyticipation in charity work to
church activities, whereas the Muslim women | imewved first encountered
voluntary work outside of the mosque and mosqueiaes. | discussed how
religious motivations, although important, were eéethe central reason for the
interviewees’ participation in voluntary work. Ifediscussed the interview
participants whose political beliefs led them tarkv@paid and unpaid) in the sector
and vice versa. | argued that the voluntary wodséhin this study engaged with
allowed them to align their politics with their agmations and interests. | have also
examined the narratives of those who referreddo #itruistic motivations, arguing
that these motivations were often couched in teshpersonal benefit and job
satisfaction. | did not argue this to suggest thatinterviewees’ motivations were
somehow selfish, but rather to propose that womgmdsitisation of jobs with
‘social value’ may be the consequence of unequaésscto employment
opportunities. | suggested that this may be relewvaexplaining why women are

over-represented in the voluntary sector.

Life Stage

So far | have discussed the significance of womengagement with voluntary

work in their teenage years, and the motivatingof@cwhich came to the fore in this
period and in young adulthood. | now move on tdyssawhen the women |
interviewed were most likely to have begun theuladngagement with voluntary
work. Focusing on (but not exclusively) voluntegramd unpaid work, my data
indicated two crucial life stages: early motherhaod retirement. When considering
paid work and careers in the voluntary sector lllf@cus on two groups, women

starting their careers in their twenties and wormriegmnging their careers in their
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forties and fifties. By concentrating on these $itages, | suggest that women make
decisions to enter into the voluntary sector basedhat they know and what they
have experience of, following well-established gdtiat are considered accessible
and acceptable for women to take. | argue, liken@rion and Harris (1998), that
women do make choices, but that these are veryndepé on access to opportunities
and are constrained by employment structures wigistnict women'’s access to the
labour market. The voluntary sector was regardethbyvomen | interviewed as a

‘way out’, an alternative path and a solution te limitations placed upon them.

Early Motherhood

Early motherhood can be identified as a time whemen are perhaps more likely
to get involved in the voluntary sector, particlyas volunteers. Many of the
women | interviewed seemed to have assumed a wdumle by getting involved in
the groups their own young children attended. $tosy from Fahmida, who was
encouraged to start volunteering for her local reotind toddler group, is typical:

With the children still being young, | started tagsithem to a mother and
toddler group, and the mother and toddler group .jutswas running and |
got to know some of the mums on the run and theeonme or two, because
the children had gotten older and they wanted @etaphelp out and | just
ended up...because I’'m not one of these peopleitsarsund and
just...doesn’t do anything, | like to get my handsund get on with it. So |
started helping with the...voluntarily, with the muearsd tots, erm...and they
introduced me to little bits like ‘oh, if we applgr this sort of funding we can
go on a trip or we can buy some equipment...” Thet mg first sort of
introduction into volunteering and applying fotl&tbits of funding.

This type of voluntary work is accessible to wonbecause childcare is included,
and disruption to the daily routine is minimisetheSe women had usually taken a
career break to look after their children full-tinTéneir narratives suggested that
there were few pressures on them to earn a wagagdiis time, as they were
financially supported by their partners. They hatlactively sought out voluntary
work, but had been willing to take opportunitiethiéy arose.
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Shirley’s experiences were similar to Fahmida’s #éindtrate the role of
circumstance in this particular route into the véury sector:

It started with me going where the children weredwse that's how | could
do it and look after the children. It was neverwagetting a job, because |
always used to say, ‘I don’'t want a job, | don’trwa job, I've got plenty to
do thank you’.
Shirley did not want or expect that her voluntegrvould result in a job, but often a
few hours volunteering quickly escalated into a momre substantial or permanent
role. Rose’s trajectory is a good example of this:

I'd started going...and | guess this is my first exg@ace in the voluntary
sector...l had started working as a school’s liaisonker, so when | wasn'’t
working and the children were little, | used togdkem into schools to
parenting classes and things like that, you knbis,is what it’s like being a
parent and so on. And from that work | was offeaquace on the
Community Health Council, which was like the pulgroup of the NHS.
Her first experience of volunteering at her chitdseschool paved the way for Rose
to forge a ‘second career’ in higher NHS managepana non-executive director, a
remunerated role. This highlights the life-changiogential of this informal and
often unrecognised type of volunteering. Despitéenéral reluctance, both Fahmida
and Shirley’s volunteering experiences led thempaiol work. These pathways are
particularly gendered because ‘following the cleldrinto voluntary work and
possibly paid work is an opportunity that womenénthat is usually less open to

men.

Not all the women I interviewed happened upon viagnwork as a result of
‘following the children’. Some women | spoke tochuas Grace, made a definite
decision to find voluntary work which would fill ¢ir time after their children had
gone to school, or as an extra activity separai@ their children:

Well, I had two children both at school and | wagng some freelance work
but | still had some spare time, and | thought wedl know, I'd like to do
something voluntary because | was in a positionrevihevas fortunate
enough to be able to do that and spend an afteraogek somewhere]...]
working with the elderly appealed to me becausespent a lot of time with
small children, obviously my own two, but I'd alkelped out at the primary
school and | thought I'd spent...well as you do when are a youngish
mother , you spend a lot of time with children, yown young people. So |
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thought it would be quite nice to be with peoplasenably sane and...

[laughs].
Grace actively searched for a volunteer role whvels separate from her own
children and unrelated to childcare (yet we alad fiut that prior to this, she too had
‘followed her children’ and helped out at theirmpary school). The extent to which
women with children who do not work or work parti& are expected to volunteer
may also be a factor here. Women who take theldmn to play groups or school
clubs may feel pressured to participate as othéhens they know do. None of the
interviewees who volunteered in early motherhoderred to this, but this was a
self-selecting group of women who had enjoyed videring and progressed through
it, so it is unlikely that they would have felt shivay. It is easy to see how assuming
the role of the active volunteer mother may presdmirden, rather than an

opportunity for some women.

Some women who had dropped out of work to havelal volunteered as a way to
regain experience of the labour market or to leennw skills. They expected that they
might find it difficult to get work after a signdant career break, and saw
volunteering as one way to become attractive toleyeps. Ellie, a landscape
architect, explained why she volunteered to danddaaping/garden project at her
children’s school during her time out of work:

And | suppose part of the reason for that was &pkay hand in, in terms
of...you know, if you don't keep your knowledge uthyou forget it, don’t
you? So in terms of that...it was helpful for me tastjkeep my brain

ticking over in terms of landscape and also...| sgepa a way, something
that you can put on your CV, so when somebody sdygou’ve had seven
years off with children, what have you done’ anteast if you've got some
examples of things that you’ve done, that’s relévanvhat you might be
applying for, then they can see that you haverst glone nothing for seven
years and therefore it might take you a long timgdt back up to speed, in a
new job.

Ellie was willing to offer her skills for free, mailg a pragmatic decision that she felt
would boost her career prospects. She also reajthie lack of value placed on
domestic and child-related labour. Women are atiiected to be the primary carers

for children, yet this has a lasting and damagiifieceon their careers, the so-called
‘motherhood penalty’ (Budig and England, 2001; Gamgl Ziefle, 2009; Benard
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and Correll, 2010). Volunteering during a careealiris perhaps one way to
mitigate the damage, but may leave women with thebtk burden of managing
childcare commitments whilst also trying to keeeitltareers on track so that they

can return to the labour market.

Women with young children also sought paid workhie voluntary sector, because
they thought that the voluntary sector offered thlaportunities for flexible working
and training. Diane described why she had soughk ata particular voluntary
sector organisation:
When | had my children | didn’t want to work fullkte and | wanted
something that was a bit more flexible, | couldeally...I didn’t really want
to go re-train, couldn’t afford to take three yeaus to go to college, and |
really quite pragmatically looked at what else \wemund and realised that
the advice work that | was quite interested in &aolt of part-time work, it
was local and that there was training.
Diane made a financial decision to join the voluptector as a paid worker, as she
did not have the time or money to retrain, and kiieav this role would offer her
training on the job. She also knew that the volynsgctor would offer her flexible
hours which would fit around her childcare commititse She sought out a new
career in advice work, enabled by the accessilolityhhe voluntary sector. Catherine
Hakim (2006: 288), in her discussion of women amgleyment, contends that
women can be split into three groups: women whéepmot to work, women who
want to work but are ‘not totally committed to [@prk career’ and the ‘minority’ of
‘work-centred women’ who work full-time. | would gue that Diane, like the
majority of my interviewees, does not fit into ttetegories described by Hakim. She
wanted to work and have a career, but was constitdog the responsibilities of

motherhood and restricted by the availability opogunities.

These responsibilities and restrictions were egfigdelt by the women |
interviewed who were or had been single parentse ut of the eighteen
interviewees who had children were single paretisnithey entered into work in
the voluntary sector. Since the 1990s, just owguater (26 per cent) of UK families

with dependent children are single-parent families,vast majority of which are
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women (ONS, 2012a). This means that the numbangfesmothers in my study
was significantly higher than the UK average. Tlemen in question had often felt
the restrictions of motherhood deeply, and wereceored with gaining
independence from the welfare system, like Chiestéind Louise:

I only worked for a couple of years because thead pregnant, and | hadn’t
worked with them long enough for them to keep ntygo | then had to go
on the dole. While | was on the dole and my daugh#es a baby, | thought ‘I
can't just be a mum’ (Christine).

| wasn’t quite sure what sort of job | wanted. dtjknew that | wanted to
make some changes in my life. | wanted to get bthis benefits trap that |
was in, working family tax credits and just likedltycle that you can never
get out of. So you can’t really move up, in lifeoYjust always stay at the
same place. So | was just aware that | wanted teerohanges and | wanted
to do a job that paid me enough money to live anuise).
Neither Christine nor Louise were looking specificéor work in the voluntary
sector, but the opportunity for employment in thgstor arose and they took it
enthusiastically. The role of chance and a lagglahning are contributing factors
here, but this lack of planning does not equatelack of commitment to a ‘work
career’, as Hakim (2006) suggests. Instead, theseaenw were ambitious, (Christine
set up her own voluntary sector organisation whesrdaughter was still a baby), but

had not yet found work to suit their circumstances.

Women'’s choices and opportunities are particullamyted during early motherhood
(Crompton and Harris, 1999). The women in this gtiuald often dropped out of the
labour market to have children or had not yet ked#la to establish their career
before becoming parents. Their interaction witrumbéering, often through their
children’s activities, offered them an opporturtibybe active and feel some degree
of job satisfaction, beyond the confines of paigpyment. For a young mother,
volunteering was accessible and sometimes leditovpark and a new career. This
can be advantageous for the women involved, who \gauable workplace
experience and access to new opportunities, bbapsrdoes not represent
progression in general for women in the workplaxd aan reinforce gender
expectations. Yet these women were actively forgiegtities and careers where

they could, using the opportunities that were add to them. The paid workers in
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this study, who entered into work in the voluntaegtor as young mothers, clearly
understood the limitations placed upon them. Thagepragmatic decisions, aided

by opportunity, to obtain paid employment in théstor.

Retirement

One of the women | interviewed, Kathleen, discussgdlunteer literacy scheme she
was involved with in the 1970s, when she was a graththree young children:

There was a massive, massive army of volunteénink a lot of them were
either retired teachers or people like myself wiezanat home with small
children.

The interviews indicated that retirement and earttherhood were significant life
stages, times when women were likely to be invoimesbme form of unpaid
volunteer work. The interviews also suggested itbi@ted women were motivated to
volunteer for similar reasons as women in the stajearly motherhood: to occupy
time, offer them a different focal point and to gegeem engaged with the world.
Rose was a good example of this:

So then | found myself with nothing to do, and hot the person with
nothing to do. So that’s when the voluntary sestaff really kicked in [...] |
get an awful lot out of it, because I'm not thekiof person who...I don’t
like housework...and I've got plenty of things to ge®e occupied, but | do
need to keep my brain going! And this is a fantaséw way to do it, and to
me, it's given me far more back than | would evieedo it.

Grace, although she had not yet retired, refleotethe importance of volunteering
in retirement and the personal benefits it coufdrof

| think it would be awful to retire from work ananhhave anything to do. |
mean, you know, going on holiday is only a pleatigeause you are
working the rest of the time. | think if you knoWwatt you are volunteering on
a particular day of the week, it also helps yoage other stuff around it,
you know. | think it gives people an absolute reafsw getting out of bed in
the morning. If you are retired, sometimes peoplequite depressed actually
when they have retired. So...yeah, | think it's ayyeery good thing, it gives
you a sense of purpose, and there’s always motgdhbeacan do.

There is a general perception that the volunteeefes largely made up of men and

women who have retired from paid employment. Resedbed herself and those
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she came into contact with as a ‘group of people adtept that there’s a certain
time in your life when you've done your day-to-dagrk and you reach a stage
when you want something different’. It is true thatrly half of charity trustees
(people like Rose and her counterparts) are agégai over (Vernon and Stringer,
2009: 1). But in reality, it is between the ageshotty-five and forty-nine that a
person is most likely to participate in formal valary work and the average age of a
volunteer is forty-nine yeafS.Indeed, the four women | interviewed who were
retired, Rose, Shirley, Suzie and Kathleen, had lmeen involved in the voluntary
sector, and had already held several voluntees tmfehe time they reached

retirement.

However, for Rose and Shirley at least, it wasdiff to say when exactly their
retirement had begun. Rose, a trained teacher lbbaddnn and out of paid and
unpaid work whilst her children were young, evetiyuamaking the decision to
‘retire’ early from teaching after her youngestldheft to go university. It was at
this point that she became a full-time voluntedruatee for several charities and a
board member of some public organisations. Withesé public-sector posts she
received some financial remuneration and it alszabee apparent during our
interview how much time she spent working on thes#us committees and boards.
Shirley, also a trained teacher, engaged in paitt wotil the age of fifty-one, at
which point she described herself as taking ‘whayteuphemistically call “early
retirement”, because | didn’t really want to wodkldtime, I'd got things | wanted to
do’. She then went on to set up a local commuretytre, work which she described
as ‘mostly voluntary’, although she did negotiadégment when there was available
funding because she felt that she was being tattesngage of and that her skills
were not being recognised:

| was paid as a consultant for a while, basicatlgause | was going to
meetings where there were council officers, teaghstting round the table
being paid for their time there, and | was the ardiunteer and | was taking
the minutes and sending them out! [laughs] | thotgbw, come on’, here’s
a highly qualified person, community developergh@nd you're expecting

20 Unfortunately, there are no figures which show tithe or not the average age varied between men
and women (Communities and Local Government, 2009).
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me to service you. So | said, ‘I think you maybegloito pay me for...” what
did I say? ‘nothing less than twenty pounds an Houten hours a week and
I’'m not going to count the hours that | do’, whiefas about seventy.

At the time of interview, Shirley, then seventy-fpwas no longer working seventy-
hour weeks, but was still an active volunteer. 8uwzas in a similar position, as
although she had recently retired from paid workatuntary organisations, she told
me that she was now part of a women’s housing gamgpon the board of two
management committees, adding, ‘since I've beareckt’'ve not stopped’. Rose,
Shirley and Suzie’s experience of ‘retirement’ agrgeo be quite different from the
norm, but this may be because our view of whateetent is orientated towards

men’s experience, rather than women'’s.

It has long been suggested that men find the adgrstto retirement more difficult
than women (Parsons, 1942; Tibbitts 1954). Thizeisause a man’s sense of identity
is very much tied to his occupation, and this @ypematic when he retires, as he
may no longer have a distinct role (Parsons 19HBpitts (1954) suggests that
women are more prepared for retirement because Wirbe a continuation of their
domestic role, and they are more likely to haveettgyed stronger social networks
outside of work. Here, men’s work is characteriasedfull-time, lifetime,
uninterrupted labour-force participation’, whichnees to an abrupt stop upon
reaching retirement, whereas women’s work is degiets lacking in career focus
and centred on domestic life, making retirememss life-changing event
(Crompton, 1999: 2). The age of these studiegjisfgtant and they do not take into
account growth in women’s employment over thefiftstyears, and changes to
employment and in society more generally, as thityeof a ‘job for life’ dissipates
and the model of the male breadwinner erodes (Clmmpi999; Woodd, 2000;
Barnes and Parry, 2004). Yet it is still the cdeet then and women experience
retirement differently, and this because they rexgerienced work differently.
Simmons and Betshild (2001: 58) argue that ‘womeRjseriences do not fit the
male work/retirement model due to work discontimsit life choices and
circumstances’. Women are more likely to hold |laaidpand part-time positions, and

‘follow more fragmented career trajectories’ agsult of the childcare burden
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(Barnes and Parry, 2004: 215). This experienceavkuinay have the effect of
making retirement from work less definable for womeand possibly less desirable.
Szinovacz (1995) suggests that because they hava mere disrupted, and
therefore shorter, working life, women may feeltttiney have not yet achieved their
career goals by the time of retirement. This caddount for why Rose, Shirley and
Suzie continued to do what was at times full-tineksfor several years after their
so-called retirements. The accessibility and stmecof the voluntary sector
(specifically, the availability of unpaid managemsaies) allowed them to assume
new professional identities, make proactive choaras effectively continue their
working lives. If they had been looking for paid @oyment at this age, it is perhaps
unlikely that they would have been able to attaies with the same status and
responsibility, due to their age and disrupted eapaiths. For these reasons, we can
see why voluntary work may be particularly appegptm some women of retirement

age.

If women take time out of work to look after chigdrit is likely that they will bear
the economic cost of doing so, their careers prispeill be more limited and their
pensions sizeably reduced (Budig and England, 2B@hgl and Ziefle, 2009;
Benard and Correll, 2010). As a result, women n&lebs prepared and less able to
retire at the statutory age (Barnes and Parry: O0%s may not have been a
problem for Shirley and Rose whose husbands wepaithemployment until
retirement age. Rose even referred to herselfr(ghik) as a ‘kept woman’. Yet
Kathleen, who had been a single parent since higireh were young, was
presumably more dependent on her own income. Sieceareer-break, she had
worked full-time in paid employment at an educatarity until the age of sixty-
three. On retiring, Kathleen began a new volunteke, taking calls for a homeless
charity one night per week. She referred to thiis quite excitedly, ‘oh | do
voluntary work now by the way, [...] I've been doiitdor about a year, since |
retired...full-time’. This comment about retiring frofull-time work suggested that
she saw her new volunteer role as a form of parg-tivork. It was unpaid, but it was
work she had chosen to do and which was removea &y financial imperatives.

Moreover, it was work that fitted around her camedeven grandchildren. She told
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me that once all her grandchildren had gone toadte would be released to do
more voluntary work, at her local theatre perh&fter a disrupted career trajectory,
the voluntary sector offered Kathleen work whicle sfas excited to do and which
fitted around yet another set of childcare committeeFor women considering the
prospect of retirement, voluntary work is not oalway to continue a career or even
to start a new one, it is also a way to find deferand fulfilling work, which is
flexible and free from the financial pressures thaly have constrained their choices

in paid employment.

The numbers of lone parents in the UK have bearasing since the 1970s; in 2011
there were two million lone parents with dependdmldren, 92 per cent of whom
were women (Millar, 1994; ONS, 2012a). This meduag there are significant
numbers of women approaching retirement age whe haen lone parents, or that
have gone through periods of lone parenting. Theyikely to have experienced
‘the motherhood penalty’ more than other mothens, lze economically
disadvantaged as a result (Budig and England, 2@&1l)) have mentioned
previously, the number of my interview participantso were single parents was
significantly higher compared to the UK averageisTdould suggest that single
mothers are more oriented towards voluntary woltkictv might then also lead to
higher rates of participation amongst this groupetirement. Single mothers, as a
consequence of having particularly disrupted wagkives, may be more willing to
pursue a second career in voluntary work or wafintbto a fulfilling, pressure-free

volunteer role.

The retirement age is changing, and the age whemeraan claim state pension
will rise from sixty to sixty-six by 2020 (Departmiefor Work and Pensions, 2013).
This may affect the rate of volunteering for wonagred sixty and above. There may
also be a further generational shift. When | adRede to comment on why she
thought more of her volunteer ‘colleagues’ were eashe remarked:

There are more women | think, but | think that gosts the work pattern
type thing. Although that might change now that. t ebithe next generation
of people are coming through who have still got...veanwho have
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developed...l am generalising here, but developexhgar careers than we

had.
If women are developing stronger careers and havepent significant periods out
of the labour market to have children (and theeefoay not have had time to
volunteer in early motherhood) they may not feelnleed to continue their careers in
a voluntary capacity upon their retirement. Yetydmen have children, their careers
will almost always be negatively affected and mdrkg a series of discontinuities.
This may encourage them to actively seek out velembpportunities upon
retirement. For the supposedly ‘retired’ womentémiewed, submitting to full

retirement was not an option.

Career Beginners and Career Switchers

| interviewed seven women in their twenties andigs who had begun paid
employment within the voluntary sector in their atngenties: Fran, Karen, Amanda,
Haleema, Laura, Natalie and Ayesha. This groupheapain their careers in the
voluntary sector, getting jobs in voluntary orgaisns straight after finishing
university, or within the first few years followirtgis. | identified this group of
women as ‘career beginners’, who, when beginnieg ttareers, did not have
children or elderly parents to care for. Their atives suggested a lack of planning
in terms of their career decisions, and it becalear ¢hat the majority had not
actively sought out work in the voluntary sectom#&nda described her entry into the
voluntary sector as ‘accidental’:

| didn’t really have a grand plan. | went to ungnt travelling, came home,
saw a job and applied for it. That was kind of hobwent. | didn’t even think
about what sector | was in, | just saw a job tHa&ed and | worked in
Doncaster and then sort of stayed in the volurdacgor ever since really.
[...] I guess I'm a bit of a funny one, | know a ltpeople are really
passionate about...and obviously my job is in theintary sector, butjust
sort fell into it and stayed in it, and | kind of...don’t necessattiyk it

would be selling out to move out of it, but likedid, some people are really
passionate about that (Amanda, emphasis added).
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According to Amanda, most of her colleagues hadipeeasons for working in the
voluntary sector, but she felt differently. For litewas more about finding an
available job that she would enjoy doing. Karenregped similar views:
| think...I'd have been happy to have got a job iy kimd of sector at that
time | think, but | was really overjoyed with whdatevas, because then
you're actually helping people, so that was goodréf).
It is unsurprising given their young age that tleiperiences of paid work and the
voluntary sector (although some had been volunteerse quite limited. Haleema
had become interested in youth work during her @teniversity and had
volunteered and briefly worked for the council be trouth Offending Team. It
seemed that she did not quite know how she endedbupng in the voluntary
sector and, at the time, what to expect:

When | finished university | went to work for theuncil, and it was totally
different from working for the Youth Offending Teawn a voluntary basis.
And all of a sudden.l worked for the council and then the post came up
here, within this organisation ahevas toldthis was a voluntary sector
organisation, and it was slightly different in teraf your pay, your
expectations, your turn around and so on. | appgbethe post and I've been
here now seven years (Haleema, emphasis added).
For this group of younger women, although the vtannsector was a relatively
unknown entity, it was an option available to themg opportunities to work in
voluntary organisations were seemingly easy to cbyna the early years of their
working lives. One reason for this could be theé@®&x exponential growth over the
last thirty years, and in particular, the last diecéClark et al., 2011). When the
women | interviewed who were then in their fortaew fifties: Diane, Jane, Fiona,
Rebecca and Anna, began their working lives inl®&0s and 1980s it was perhaps
not as easy to find paid work in the voluntary secthey had not begun their
careers in the voluntary sector (with the exceptibRebecca, who worked in a
women'’s hostel after she finished university) agdhe time of their entry into the
sector, they had already built quite substantiedea in the private and public
sectors. For example, Diane and Jane had workeddai and Fiona had worked for
social services. They made a move into the volyrgactor in their forties partly
because of its reputation and aims. Diane commeh#tdhe began volunteering

and then paid work in the sector because she’daygwanted to do something a bit
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more socially focussed’. | have dubbed this grolyw@men ‘career switchers’,
because they had all changed careers at least once.

Rebecca, who although was slightly unusual becslusdad begun her working life
in the sector, had made several switches betweepublic and voluntary sectors
over the course of her career and offered thisorespwhen asked why she had
made the employment choices she had made:
| don’t stop and think about why | make the choittest | do. It's very much
what feels right at the time. So that thing abbetadvantages and
disadvantages, it depends what the experiencénéide the local authority
experience I'll be looking more favourably at th@untary sector, and when
I've been a long time in the voluntary sector ftbbably look more
favourably at the local authority, | don’t know (ighs].
Rebecca alludes to the advantages and disadvarabgesking in both sectors,
which | will discuss further in the next chapteut Bhe also highlights her lack of
planning and the influence of pragmatic, situatipendent decisions when it came
to making her career choices. | also found thaiuple of the women | interviewed
from this age group had been worried about theuréuemployment prospects prior
to making the switch to the voluntary sector. Anmbp had been a teacher and was,
at the time, self-employed, said: ‘| was panickabit, thinking | need...where am |
going to get this...you know, | need money to keep@lfygoing'. Finding a job in a
voluntary organisation suited to her interests juaswhat she ‘needed’ (Anna).
Another of my participants, Jane, predicted, ihtligf the political and economic
situation, that she would have been made reduraddhe NHS Primary Care Trust
where she worked, so decided to set up her owalsexierprise. For this group of
women, entering the voluntary sector at a later tigeesector offered an alternative
to work within the public or private sectors. Thigernative was perhaps not such a
viable option when they were starting out in theld/of work because the voluntary
sector was smaller and less diverse than it wa®1r2. These women, like the
colleagues Amanda referred to, extolled the virtafabe voluntary sector and could
be more specific about its advantages and disaagast due to their prior

experience of other sectors.
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The main difference between these two sets of wamtrat for one set,
opportunities in the voluntary sector were moreilabée at the time when they were
looking for their first jobs. For both age groupigir career planning appeared to
have been quite limited and their moves into tlotasevere often facilitated by
chance. When active choices were made, they wede m#h the knowledge that
the voluntary sector offered a viable alternatiMeis lack of career planning is
perhaps not unusual. Halford et al. (1997) askele avad female workers (nurses,
bank workers and social service workers) to distass much career planning and
strategising they had engaged with and found tbgt few had been strategic and
involved in active planning. Most, regardless of,d&ad built ‘contingent careers’,
rather than careers based on an active pursurbaiqtion (Halford et al., 1997: 10).
Yet the interviewees’ particulard hocapproach to career planning fits with the
general pattern of women’s work and, moreoverwhg in which work is structured
in the voluntary sector. The development of womeaieers tends not to follow the
traditional linear route more associated with mewmsking lives, and is often
punctuated by time out of work (Patton and McMaHfQ6: 117). As a result,
women are more likely to change their careers arthve worked in multiple fields,
just like the women in their forties and fiftiesatH interviewed. Similarly, a career in
the voluntary sector is unlikely to follow linearggression, as voluntary
organisations tend to have a less hierarchicatttret and paid roles are often
temporary, dependent on current funding streamsié@gssity, voluntary-sector
workers build a ‘portfolio career’, working in seaédifferent voluntary
organisations and some are prepared, like Reberoagve back and forth across
sectors. The younger women | interviewed appearéave stumbled upon the
voluntary sector, and had begun to forge reasormlulgessful careers. For the older

women | interviewed, the voluntary sector had repn¢éed a new beginning.

Service User Trajectories

In this last section which centres on service tregectories | shall discuss two
interviewees: Kerry and Fahmida. Out of all the veonh interviewed, these were the

two who had most clearly experienced a service pisEgression, entering the sector
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as services users and then going on to find pait.Wahink these specific case
studies aptly demonstrate how and why women madréen into work in the
sector. Fahmida, as | have discussed above, beganiuinteer at the mother and
toddler group that she attended with her threedadml and it was through this group
that she started to apply for small amounts of iimgudAnother woman involved in
running the group asked her to become a board nmeimbehildren’s centre, and
later she joined the governing board at her sartisal. She explained how this led
to paid work:

It just sort of escalated from there, and I'm juging to think...then what did
we do? | just ran along with it for a while, an@mhbecause my kids got
older...both my boys went into school then and thgrdaughter went into
school, and | had a lot of support from [the clelids centre] at the time, with
my son having a lot of problems and because | hasbtyoung kids,
sometimes it just got really hard [laughs][...]Therere just lots of training
courses and things [run through the children’sreeaihd school], it were
really useful because...and I think, to be honefstuihd it financially hard as
well because I'd sort of gone from having a futhé job, no kids, having a
lot of money and to be honest, spending it, yowkrast on holidays and
going away, the things you do when you’ve no kidg Ettle responsibilities.
And all of a sudden | wasn’t working and I'd goteh kids...and | was like
‘oh, I'm starting to find it hard now’. So | staddooking, | thought I'd get a
little part-time job or something. And at the titte schools were starting to
have these community rooms, and the head teacidetosae ‘well, would
you like to come and work in the community room rkvavith parents’ and |
thought, ‘o0, I'd get paid for the job’.

This part-time job involved running parent clasaed coffee mornings in a
community room attached to the school. It gavetherconfidence and experience
(along with the other volunteering that she hadiiooed to do) to obtain her current
job, working as a Community Development Officeaatommunity centre (this job
was originally full-time, but her hours had jusebeeduced at the time of our
interview). She remarked that this whole transitiael occurred ‘naturally....from
the women'’s group [the mother and toddler group]st got onto this full-time job’.
Fahmida’s service user to volunteer to paid wogtegression was not always
linear. For example, whilst at the children’s cepnffahmida occupied a dual role:
she was both a board member and a service useivirgcsupport primarily due to
her son’s health problems. Furthermore, she hatinted unpaid work as a school
governor and for a health charity. Yet, Fahmid&sysshows the apparent
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accessibility of work in the sector if one is atdecapitalise on available
opportunities. Of course, Fahmida’s ‘natural’ tiéina was aided by a set of skills
she had already developed during her time workirg echnical role within the
NHS, prior to having children. In comparison, Kemyy other case study, who had

children at a younger age, had a more limited e&pee of work.

Kerry was someone whom | had initially turned dawrinterview (after being
inundated with responses to my call for particisartut she sent me a follow-up e-
mail detailing her path into voluntary work and lpassion for the sector, and |
decided her story was too interesting to omit. Bgiour interview she explained
more about how she came into the sector:

| left school at the age of sixteen and became ia stuaight away, and then
kind of...became a mum again quite quickly after dlasi, so before | was
twenty | had two children, and then worked in vasdind of jobs,
supermarkets, charity shops...little bits of moneretand there, | didn’t have
anything that I'd call a career. Then | got marriedd two more children
[laughs], | just create children! And then my mage broke up and | moved
to Bradford, and then | was exploring different way...boosting my
chances of getting an office job really was whask trying to do. |
connected with a charity called [Lone Parent Clghnthich was my first
experience of being in the charity...anything. | didmow what the sector
was. They helped me, and they supported me, |&itidked in with them
and then lost them again, and then | did an IT se{fior lone parents run by
another voluntary organisation] and when | wagtisigito look for a job
there was a vacancy at [Lone Parent Charity] seritor it and | was
successful. So that was like my first break in&® ¥bluntary sector, and ever
since then it’s...it's kind of in my blood now, | fle®o passionate about the
sector as a whole, it's overtaken me.

Unlike Fahmida, Kerry’'s way into paid work in theluntary sector was facilitated
not through volunteering, but through the expereaid skills she’d obtained as a
service user of these organisations. In her e-sha&lexplained that the IT course had
given her ‘ far more than IT skills’ because ‘itsvsupportive of individuals’
circumstances and gave an opportunity for frienmanid mutual support (I'm not
sure that added extra would have been factorechictimmercial enterprise)’. At the
time of our interview, Kerry was thirty-seven angltben had a strategic role at a
charitable organisation for older people. Like Fadanshe had been facing financial

struggles before finding work in the voluntary se&nd was also coping with the
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additional pressure of being a single parent. Fdamever explicitly said she was a
single parent and | never asked, but her narratiggested this situation, although

she commented that her own parents had been ontdanavide childcare.

Fahmida and Kerry’s stories illustrate the compiesf work and progression within
the voluntary sector. Compared to equivalent ogians in the public and private
sectors, the distinction between service usersintekrs and paid workers is more
blurry in voluntary organisations, particularlygnass-roots welfare organisations, as
discussed by Milligan and Fyfe (2005). Volunteerd paid workers may have had a
service user history, and service users are ofteawgaged to volunteer. A good
example of this is within mental health organisasigTruman and Raine, 2002).
Women are more likely than men to be users of pudgrvices (voluntary and
statutory), and, | suggest, are therefore mordyiteefind paid work in the voluntary
sector via the service user trajectory (UK Womeausiget Group, 2010). Moreover,
if women use more services than men and on a regrdar basis, then the stigma
attached to the role of ‘service user’ is ineviyathiminished. Women are not only
placed in a better position to take up opportusitighin the sector, but may be more
open to accepting them and more able use thenst@astang point for their careers.
The accessibility of voluntary-sector organisatians the support they offer to their
services users, volunteers and paid workers witlibeussed in further detail in the
next chapter, but it is important to note that #msironment is particularly
facilitating for those in difficult financial ciraastances and/or who are single
parents like Kerry and Fahmida. Kerry and Fahmidiess experiences of the
voluntary sector was as service users and thgactaies demonstrate the
possibilities and accessibility of career prograssvithin the voluntary sector and
can help explain why women are over-representddersector’s paid and unpaid

workforces.

Conclusion

In this chapter | have focused on women'’s initiej@gements with the voluntary

sector in order to understand the sector’s gerelgnegation. | have discussed the

119



significance of an early exposure to voluntary warticularly family activities and
schooling, in creating a certain attitude and saaion of the possibilities of charity
work. | analysed the different religious, politiGald moral dispositions that my
interviewees identified as important in shapingrthpproach to voluntary work. |
have examined the way in which the women | intevei@ discussed their initial
motivations to work in the sector, and suggestatlithese were often self-related
and centred on the search for job satisfactioavehargued that women may
prioritise jobs which have social rewards due t@doexpectations and unequal
access to employment opportunities. | have focasedblunteering in early
motherhood and how this activity is a potentiapptag stone to a career in the
sector. | have examined the narratives of thevidgarees who had retired from paid
employment, and offered an explanation as to why ttad continued to volunteer. |
have discussed the paid workers’ reflections on tieey found work in the
voluntary sector, discovering that this was notaglsvan active decision, certainly
for the younger women | interviewed, for whom sectpportunities were more
readily available. For certain interviewees in therties and fifties, the voluntary
sector had enabled their career switching. | hanadyaed the progression of two
interviewees who had previously been service uslevsluntary organisations but
had gone on to find full-time paid employment withihe voluntary sector. |
suggested that this particular trajectory had algesd dimension, because women

are more likely to be service users.

Women'’s orientations to voluntary work are shapgdhie culture and religious
environment they grew up in and by an early engagemwith politics. The
interviewees did discuss the relationship betweemen and care work, but never
suggested that this was the reason why they theasbkhd become involved in
voluntary work. Instead, their narratives pointedtte role of circumstance, making
the most of opportunities, the search for job &adison and taking pragmatic

decisions within a restricted environment.
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CHAPTER 4. FLEXIBILITY , FLUIDITY AND FREEDOM:

WORKING IN THE VOLUNTARY SECTOR

In the previous chapter, | argued that an anabfsike specific routes women take
into voluntary work can be useful in explaining wligmen are over-represented
within the voluntary-sector workforce. Yet examigimitial engagements with
voluntary work and the choices women make upornriegt¢he sector does not fully
account for why and how this gender segregatiordrasloped and is sustained.
What is perhaps equally important is why women sledo stay in the sector and
what it can offer women, particularly those withldfren. In this chapter | examine
the interviewees’ descriptions of voluntary-sestork, discussing both the positive
and negative aspects of their working lives. | wdimpare work in the voluntary
sector with work in the public and private sectorsing the interviewees’

experiences to analyse differences and similarities

As | discussed in the literature review, the vadumtsector is very diverse,
encompassing organisations which range dramaticalize and structure. My
research sample focused on a small number of @a@mms, small-to-medium-sized
charities (mostly working on health and social daseies) within a specific
geographical area, and only two of the participgAtsra and Fiona) worked for the
same organisation. As a result, the workplace eéspess of the women |
interviewed were varied, determined to a large elegs the data suggests by
relationships between individual staff memberss thus not easy or advisable to
make generalisations about voluntary-sector wovkll lhowever argue that the
interviewees’ narratives did suggest that thegeasrtain ethos and management
style that many voluntary-sector organisations seeaspouse and aspire to. In
addition, | will also discuss how the set-up anddure of the types of voluntary
sector organisation | focus on fostered a certaid &f workplace culture. | will
argue that, on the whole, the working environmenhthese voluntary-sector

organisations were amenable to women’s lifestytebvaork priorities.
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This chapter focuses on the aspects of the volyststor which appeared to have
the greatest influence on the participants’ daibyking lives and their overall career
progression. | have grouped these into five brbades, expanding on Rubery and
Grimshaw’s (2001: 167-8) discussion of the factovelved in determining ‘job
quality’: employment relations and job protectitime and autonomy; and skills and
job prospects. In terms of ‘employment relationd pob protection’, | discuss career
opportunities and management practices as wetlamgecurity and risk. Related to
these, but also linked to ‘time and autonomy’, plexe the availability of part-time
work and flexible working practices in the voluntaector and examine the relative
freedom, creativity and autonomy afforded to ordinaorkers within these
organisations. Using ‘skills and job prospectsaagarting point, | analyse the
accessibility of work in the sector and organisagidocus on training and personal
development as reported by my interviewees, asagelhe effects of the sector’'s
flatter hierarchies and the typical patterns oteamprogression. | will take into
account how the voluntary sector is structuredtana this impacts on its
management and organisational culture. | focus Iyaimthe experiences of paid
workers because | interviewed more of these angllibd, in general, more
experience of the voluntary sector as a workpleicevever, | will also discuss the
experiences of the unpaid workers | interviewedcfumparison. The chapter is
divided into five sections: Part-time Work and Rhabty; Accessibility and

Training; Hierarchy and Career Progression; Freedomativity and Autonomy;

and Job Insecurity and Risk.

Part-time Work and Flexibility

Since the 1960s there has been a steady incretisemumber of people working
part-time in the UK; in 2012 around 27% of workexsrked in part-time roles
(Jenkins, 2004; Booney, 2005; Connelly and Greg@®®8; ONS, 2013b). This is
not evenly balanced across the sexes, as 42% oéwamemployment work part-
time, compared to just 12 % of men (ONS, 2013ag Jénerally greater availability
of part-time work has been cited as one of the nfajiors contributing to more

women, and in particular, more working motherstipgnating in the labour market
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(ONS, 2013a). In the voluntary sector, 40% of tleekforce is employed part-time,
a much larger proportion compared to the publitsg80%) and the private sector
(25%) (NCVO, 2013c: n.p.). At the time of intervigsix out of the twenty paid
workers | interviewed (30%) worked part-time (un8@rhours per week), working
as administrators, project workers and project rgarsa However, most of the paid-
worker participants had been employed part-timsate point during their

vquntary sector careers.

The fact that there are more part-time opportusitiethe voluntary sector can be
explained, in part, by a circular process: the@é&ivorkforce consists
predominantly of women, women are more likely towvand need part-time jobs,
more part-time work is available and as a resutirewomen are drawn into work in
this sector. This is not voluntary sector specit@re is increased availability of
part-time work within all female-dominated workpésc(Jenkins, 2004). But there
are also some structural reasons which contriloutieet availability of part-time
work within the voluntary sector. The small-to-mauisized charities that the
women | interviewed worked in were largely reliantrelatively short-term (1-3
years) funding streams, project-based funding aadl lgovernment contracts.
Funding and contracts are often offered on a lidhiitasis for specific projects, so of
necessity, organisations employ part-time workersalve money. Rebecca and
Fiona both discussed this:

Staffing-when it comes to the voluntary sectocah be an issue because you
don’t always have the funding to employ the sta#ittyou might need or you
might only be able to employ part-time staff rattiean full time staff

(Fiona).

| don’t know whether there’s far more part-time wiag in the voluntary
sector than there is in the statutory sector,ribady feels like that but that
... I don’t know if that’s true, that might benfding-y stuff, and again that
would support women (Rebecca).
When Rebecca suggested that part-time work ‘suppartnen’, she was presumably
referring to women with young children, those wihoase part-time work to strike a
balance between work and childcare. Other partitgodid infer that the availability

of part-time roles in the voluntary sector was iangry benefit for women with
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children, and there were those interviewees likenBiwho had purposely looked to
the voluntary sector for part-time work after hayrer children. This relative
abundance was sometimes contrasted with a lacgpadrtunities for part-time work
in other sectors. For example: the apparent impiisgiof doing her job part-time
was the main reason why Jane left the private secto
When | became a mother eighteen years ago, theldwolet me work part-
time, they didn’t allow part-time working. So | h&mgive up really. And it
was a really good career, I've travelled to Hongolndia, it did teach me
really valuable skills, really interesting but itld’t sit well with being a
mother, the long hours which were expected.
Jane’s dilemma, having to give up a ‘good careporumotherhood, is common.
Most women who work part-time do so because of fapommitments (Equal
Opportunities Commission, 2005). The main concermiomen who go from full-
time to part-time work is that they will be unalde or will be prevented from,
retaining the position they held previously, aneiytiwvill ultimately have to
‘downgrade’ and accept lower-paid and lower-st@gbs (Connelly and Gregory,
2008). Most part-time roles are considered to lagl jobs’, low paid and low status,
and on average, women who work part-time have gi@atnings which are 25%
less than the hourly earnings of women who worktfole (Higgins et al., 2000;
Walsh, 2007; Manning and Petrongolo, 2008: 1; MunhBnd Smith, 2009). This is
largely because part-time work is concentratedwwpaid areas. In 2003, almost
25% of women in part-time work were shop assistarase assistants or cleaners,
and only 4.4% were managers, compared to 15.1%oofem in full-time work
(Manning and Petrongolo, 2004: 3). There is oftenassumption that part-time
workers cannot fulfil managerial responsibilitias,they are unable ‘be there’ at all
times or work overtime and therefore cannot engageculture of ‘competitive
presenteeism’ (Simpson, 1998; Lawrence and Cor2@63; Durbin and Tomlinson
2010). Manning and Petrongolo (2004, 2008) refehi® distinction between ‘good’
full-time jobs and ‘bad’ part-time jobs as the ‘Pame Pay Penalty’ which
contributes to significant pay inequalities betwaemen, and between women and
men. In 2005, the Equal Opportunities Commissigore Britain’s Hidden Brain
Drain’ concluded that four in five part-time workewere ‘working below potential’,

i.e. working in jobs that did not use their edugatiskills and previous experience,
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and these people were predominantly women (Equab@nities Commission,
2005: 18-19).

It is also recognised that although part-time wandmises ‘the best of both worlds’
of work and home, part-time workers find it difficto fully integrate into the
workplace and can be marginalised by their fulleioolleagues and managers
(Lawrence and Corwin, 2003; Dick and Hyde, 2006jaNa2007). This can mean
that they will continue to miss out on opporturstte progress and fail to ever reach
their ‘potential’. For example, Francesconi and ipgs(2005) found that part-time
workers received 40% less training than their fle counterparts. The impact is
long-term. Even workers who have worked part-tiorgdist one year face a 10%
reduction in earnings after 15 years, comparetided who have been in continuous
full-time employment (Francesconi and Gosling, 200%e lasting reduction in
earnings in turn affects pension contributions, asé result, women (who represent
the majority of part-time workers) continue to hdess to live on in retirement than
men. This under-utilisation of the work-force, thastage of skills and the inherent
gender inequity is recognised as hugely problenf&geial Opportunities
Commission, 2005; Connelly and Gregory, 2008).

Within the voluntary sector the negative impactpait-time working might be less
exacting. This is partly because there are, prapaatly, a greater number of part-
time opportunities, making part-time working mowgmalised than it is in other
sectors. The small size of many voluntary-sectganisations is beneficial, meaning
that part-time workers have more direct contachheir full-time colleagues,
encouraging integration. Furthermore, the jobs tviny part-time interviewees did
were not the lowest-paid or lowest-status withigitlorganisations. It was still
difficult for them to be managers, but they coutddhmid-level positions, managing
and supervising projects. The correlation betwest-jime work and ‘bad jobs’ is

perhaps not so strong within the voluntary sector.

The ability to move fluidly between part-time andl{time working within the

sector, described by a number of the interviewalss, appeared to counter some of
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the negative effects associated with part-time whrker interview, Fran tracked
her evolution from part-time worker to full-time wer within her organisation:

This was a part-time post in youth work and | digkea lot of work of
proving how much it was needed, which meant thainaeaged to siphon
more money into my post and we managed to get faading into the post
until it became a full-time post, and it also inwed volunteering stuff as
well, getting volunteers involved in the organisatiSo | started supervising
volunteers and volunteer coordination as well, tueah. . . and then it's been
nearly a year and a half now since I've gone ihe®@perations Manager
post for the organisation.

Similarly, Nasreen described the progression obman who began working for her

organisation as a volunteer and then went on tailolt part-time position which

eventually led to a full-time job:

She was a good asset to us, and then she didbthatdut. . . probably about
three to four months, and a part-time opportunémye up and we took her
on, and she worked. . . she worked for about a yedrably, part-time, that
led onto a full-time job, and when that led ontwl&time job and she
worked with us for another two years.
The way the voluntary sector is organised anckeliamce on different pots of
funding is a significant factor here. In both cagest-time hours were extended to
full-time hours presumably after more money wasitbar made available and after
the employees had proved themselves within théar fidhere appears to be inherent
flexibility within voluntary sector jobs, which mea that their part-time or full-time
status can be changed, dependent on funding, alipworkers to take the step from
part-time to full-time work. This could mean thatrptime workers are not so
peripheral in the voluntary-sector workplace arat thanagers are more prepared

and/or more able to recognise their potential.

Both the above accounts suggest that even for thesen full-time work occupies
a higher status and is more desirable than pad-titart-time work is a stopgap for
the ‘real’ full-time work. So although the fluidityetween part-time and full-time
working may mitigate the marginalisation of part#i workers, part-time work was
still regarded as transitional. In addition, th@eledence on funding and the lack of
role stability can have repercussions. Fahmida Wwent full-time to part-time
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hours, partly because of family issues but alsabge her organisation did not
receive enough funding to pay her full-time wages:

| did work full-time, like |1 was saying, and partigrough my own personal
situation because we lost my dad last year sosttaa much for my mum
with the kids. . . that | decided to go part-tirhat because there wasn’t
enough money to pay for me full-time.
I will discuss job insecurity later in this chaptbut Fahmida’s experience
demonstrates that the flux between part-time altdifiobe employment in voluntary
organisations can sometimes be problematic favatkers. In addition, it is possible
that those in part-time jobs may be more vulner&bfending cuts than their full-

time colleagues.

In both Fran and Nasreen’s examples the womenastoun actually wanted full-
time work, but took part-time work as a stopgapeill part-time working was thus
involuntarily. However, it is important to recogeithat some women actively
choose part-time work, and for reasons other thddaare commitments. Four out
of the six part-time workers that | interviewed didt have young children (Amanda,
Anna, Karen and Laura). The two youngest partidgataren and Laura, had both
opted for part-time work so that they could conéirather voluntary activities, Karen
at a day centre for asylum seekers and Laura @r atlotment projects. Neither
suggested they were negatively affected by thigs@ectin terms of training,
inclusion and access to other opportunities, pexth@gause many of their colleagues
were also part-time. Their narratives indicated thay were able to do this because
they did not have any dependents and Bradfordisdicosts were relatively low.
They also felt that they were perhaps less ‘callegen’ than others and preferred a
less work-oriented lifestyle. That women are pregddo work part-time even if they
do not ‘have to’, i.e. do not have childcare conmaihts, suggests that there is
perhaps less stigma attached to part-time workensbluntary sector than there is in
the public or private sectors, where part-time wisrless common and roles are
more rigid. This could indicate that taking partvéi work in the voluntary sector
might not have such a negative impact on womerraseta and the ‘downgrading’
may not be so severe. Yet the apparent accepyadillgart-time work in the
voluntary sector might not be enough to mitigaeeltng-term financial cost.
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Mumford and Smith (2009: i71) found that part-tisraployees in more feminised
workplaces like the voluntary sector have loweatigee earnings than their full-time
counterparts. The female-dominated nature of thoge workforce appears to act
as a disadvantage in this respect. Moreover, obstautial cost of part-time work,

smaller pension contributions, was not diminished.

The interviewees did recognise that the extentgffime work opportunities in the
voluntary sector was beneficial for women with dhéin and some of the participants
had switched from jobs in the public and privatetses for this reason, in order to
balance work and childcare. However, | found tloattie majority of my

participants, it was not that their work was orlddoe part-time which was most
significant. Part-time working was, on the whol@) segarded as a temporary
measure. It was the flexibility embedded in theles, flexible hours and flexible
management approaches, which made work in the tayljusector especially
advantageous, particularly for those participartie Wwad young children. This
flexibility made it possible to carry out thesea®lpart-time or full-time and combine

them with motherhood. The necessity to work panetwas therefore reduced.

Part-time work is just one example of a flexiblerking arrangement. ACAS
(Advisory, Conciliation and Arbitration Service)stgibes the most common types
of flexible working as home-working, part-time waorg, flexitime, job sharing,
term-time working and shift-working (ACAS, 2013) dpast two decades have seen
a growth in the number of people opting for flegiorking in the UK, particularly
flexitime (working outside of the normal 9-5 worlginlay) and working reduced
hours. This has been encouraged by legislation asithe 2003 Employment Act
which introduced the right for parents with childnender six or disabled children
under 18 to request flexible working. This wasliertextended in 2007, 2009 and
2014, and now all employees have the legal righedoiest flexible working, not just
parents and carers (Jones and Jones, 2011; Cldrstiéute of Personnel
Development, 2012). In 2012, most employers offe@de form of flexible
working, although interestingly there was no gehei@ease in UK employers’
provision of flexible working between 2004 and 2@Kelliher and Anderson, 2008;
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Wanrooy et al., 2011; Chartered Institute of Pengbevelopment, 2012). In
general, the public sector is more open to flexitdeking and does offer more
provision than the private sector (ConfederatioBtish Industry, 2011; Waanrooy
et al., 2011). Voluntary organisations are widabwed as workplaces open to
flexible working arrangements and this is citedgsimary reason why people
choose work in the voluntary sector (TPP Not FafiBr2012). Yet the TPP Not for
Profit Flexible Working Survey (2012) found that myacharities were not ‘actively
promoting flexible working and most employees doadlise all the options that
exist’, and that 15% of voluntary-sector organisasi still do not offer any flexible
working options at all. My interview data did neflect the results of this survey,
perhaps because | had focused on small-to-medized-sharities, where flexible

working practices appeared to be the norm.

Nearly all of the paid workers | interviewed dissed the flexible working
arrangements in their organisations, and how thgacted positively on their
working lives and the working lives of their coligges. This flexibility was not
always agreed on a formal basis. Flexitime or hemeking was not necessarily
written into contracts, but the interviewees dida@e a general atmosphere of
flexibility and understanding. For example, Amawiiscussed both the formal and
informal flexible working arrangements at her wddqe:

It's very much geared towards. . . you can worknjoaurs flexibly, and quite
a few people work less hours for school times, kioaw, one of the girls. . .
there’s three of us in our project, the other tawdboth got children, and
one of them finishes mid-afternoon. We all do fdays a week but she
actually works five days, there’s one long onelwsik at night, and then does
four days where she finished at two o’clock or lwai€, so that then she can
have the afternoons with her child. So I thinlsiteally flexible and that kind
of thing of. . . quite often it just seems a lotrmbke, ‘my child’s not well so

| need to go home’ and people are like ‘go, wolrg it later, work from
home or sort out the hours later’ kind of thing.

Amanda described flexible working as embedded endttyanisation and
management ethos rather than just within the guieelof individuals’ contracts.
This theme recurred in other interviewees’ naresti\At the time of interview,

Louise had just had her contracted hours increas#domething she had requested,
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but she did discuss the flexibility offered to Ihgrher managers, and the potential to
change this arrangement if she was unhappy:

Yeah, well, definitely, the organisation that | \dor is very, very flexible.
And, my hours have just changed, they’'ve gone am fnineteen to twenty-
eight, which | didn’t really want, so | said I'ddt it for a little while. But
they said 'you can work from home, you can jusidhatever fits in with

you’ kind of thing, so they really are very flexéblAnd because there is that
trust, you know, they know that you’re going to gatwith your work, they
know | am, [laughs], can’t speak for everybodyhg brganisation!

Louise and her managers regarded the ability t&dwom home as positive,
increasing the flexibility of Louise’s role and déiag her to work more hours. In
recent years there has been an increase in theemwhpeople working from home,
assisted by technological advances which meamibidiers can more easily
communicate with each other off-site (Felstead.e2805; Confederation of British
Industry, 2011). In 2002, one in ten workers workedn home or used their home
as a work-base (Felstead et al., 2005: 419). Otleeahterview patrticipants, Ellie,
suggested that working from home helped her tonoaléer work and home life

more effectively:

It's also down to flexibility, flexible working, wherstanding that work is not
the only factor in your life. And you know, I'vegtibeen doing my appraisal
here and what I'd said was. . . it said ‘where da gee yourself in two years’
time?’, | mean partly | see myself. . . hopefultya job. . . just with the
situation as itis. . . But erm. . . | just putttbacause there’s flexibility within
work, | don't feel like I'm neglecting work or myoime responsibilities,
because | can work from home, | often. . . I'm guateative late at night and
so if | have a plan to draw up a scheme, | camoftethe kids have gone to
bed. . . and maybe that’s just when | have timerfgrorain to switch off. . .
[laughs] But that’'s when | get most creative, sa sit and draw that up at
night, whereas | think some places may see.yaufre not sat at your desk
every minute of the day, then you're not workingt Bhat is down, a lot
down to trust. . . and productivity, and doing ygly and showing that
you've done your job, and | do appreciate that thatlot down to those
factors, that allow that to happen. And I'm notesur. certainly in local
authority that couldn’t happen, they want you atrygesk, nine ‘til five, and

| can’t imagine that there’s many people in loastharity that work from
homel. . . ]I work at home two days a week becalise quite a distance
from here.

For Ellie, being able to work outside the normarkwag day enabled her to be more

creative and productive. Both Ellie and Louise adrthat they were only able to
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work flexibly because their managers trusted thEinms was reiterated by Natalie
‘the voluntary sector gives you a lot more flexityil every week | do is different,
and as long as my job’s done, then it's okay’ ardrit

Obviously it depends what jobs you've got withie gector, but in the jobs
that I've had, the last two jobs that I've had g’lveen able to clock on when |
want, clock off when | want, and nobody has eversfjoned it. They see the
reports that | do, they see where I've been, tkeaa’online calendar of
where I'm going to be, nobody’s ever checked upnan as far as | know.
But there’s that trust, and | think having thasstreeally creates a sense that
you're. . . you're trusted to do what you're memtlo, and that they can rely
on your honesty, if you know what | mean. I'm siireould be abused and
I’'m sure there are people out there that do aldusaii | think you kind of

get to learn, you get a sense of it, a good manageld know what you were
doing and whether you were producing the outconoesnere meant to. At
the end of the day, we’re all getting paid by palioney so you've got to be
accountable, haven't you? But also, flexible (Kgrry

Louise, Ellie, Natalie and Kerry were all caring @hildren at the time of interview.

But trust was also extended to those without caeidsuch as Amanda:

| can just talk to [manager’s name], and | had sbesdth issues, and with
me he’s brilliant, he’s like ‘if you need to, takecouple of hours off in the
day and do it on your day off or do it the evenwbatever works for you,
that’'s absolutely fine, as long it works out at &mel, and if it doesn’t, then
come and talk to me and we’ll see it's becausengrd to reduce your
workload or if you've got too much work to fit intbe hours or whatever it
is’. Which I just think is brilliant, and | thinkgu can’t kind of, knock that
attitude and that real trust. | work from home guatlot, like | said before,
and actually they ask very little from me in theyad proof of what I've
done, but | keep a record myself, but they're like fine, we trust you’
(laughs), but | worry one day somebody might comarid go ‘oo, what have
you been doing for last six months’. So yeah, nitht is really supportive in
that way.

The flexible working practices the intervieweesaté®d were not just about being
able to work from home on a fixed day of the weekaving set flexible hours.
Instead, it was a very real flexibility, informatéirregular, facilitated by a sense of
trust between their managers and themselves anddhiributed to overall job
satisfaction. Their narratives suggested that Haglydeveloped an understanding and
open relationships with their managers and that tiexe more effective in their

roles because of the flexibility offered to thenhey did recognise that this might not

be the case for everybody within their organisatlauise said that although they
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trusted her she could not ‘speak for everybodyhédrganisation’ and Kerry
suggested that there could be people who ‘abuaétrinst.

Home-working and flexible hours can appear probteriar employers and
managers, as it is more difficult to monitor em@ey’ work output (Warne and
Holland, 1999; Dex and Scheibl, 2002), somethint keerry and Amanda referred
to. The small size of most voluntary organisati@ngerhaps advantageous in this
regard, encouraging more interaction between werlggr that trusting relationships
are more easily forged. In addition, within smatianisations, managers might be
quicker to recognise if someone is not fulfillifgetr duties, and abusing their trust.
Voluntary organisations may also choose to encaufiegible working practices,
such as reduced hours or home-working as a wasdiace costs and maximise their
limited resources. Across the sectors, ‘telework{irgmote/home working) is more
common in small organisations because it can refixee costs (Confederation of
British Industry, 2011). Ellie, although initialdisparaging about the local
authority’s policies on flexible working, did disssithow council cutbacks had
instigated a policy of home working within the lbcauncil as a way to cut overhead
costs. Yet this was an enforced ‘flexible’ workipigactice, rather than something
council workers had opted for. A number of the iivivees, like Ellie, using their
experience of both sectors, contrasted the flagitof the voluntary sector with the
apparent rigidity of the public sector. It was tiwdt the public sector did not have
flexible working policies. Angela and Diane suggelstiexitime was ubiquitous at
the council and local authority, yet they still osbed the informal and underlying

flexibility the voluntary sector offered.

The main beneficiaries of the voluntary sectorilble working practices described
by the interview participants were parents of yoahigdren who wanted to balance
work and home more effectively. | found that in ®ooases, organisations and
managers went one step further to create a famépdly environment. For
example, Fahmida took time off when her childremen# and was allowed to bring
her children into the workplace during school hayisl:
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My kids spend half their school holidays here, lnseathey’re at that age
now where they’re too old for play schemes, butotidtenough to be left at
home on their own (laughs). . . getting a bit absvrto go to grandma’s, so
half the time they'll spend here, and they lové&mmetimes I'll be the one
telling them off and the boss will be encouragingm, they’ll be running
around playing football outside in the patio ai®a. . . it's brilliant, you
know, I've got. . . my daughter’s off. . . they al@ing some. . . | think it's
some training day or something, they're taking rfexday off so she’ll just
come in here with me. So it’s really, really sugp@. And again,
occasionally if they’ve been off sick and my mumtg been able to have
them and stuff, I've had to take the time off ardab home with them and
it's never been an issue. No, it's very supportive.

Bringing children into work may seem like quite amusual arrangement which
would be considered unacceptable in many workplateisperhaps because
Fahmida worked at a community centre, where childwed parents were already in
the workplace as service users, it was more aatepiben | asked Kerry, a lone
parent, how working for one organisation during tigtdren’s early years had fitted

in with childcare, she responded:

K: Yeah it was. . . it was actually really. . . threas probably the best thing
because the hours fitted in well, but also becafisiee organisation, they
have a child-friendly policy, so if my children veeoff because it was teacher
training day, they were allowed to come to workhaite, which is not
expected at most places. So I'd kind of sit themr@ one of the rooms and
give them some stuff to do, and they’'d be quitepyap do that [. . . ]

B: So it was made easier for you?

K: Yeah, they had a lot of understanding, | fedttbnderstanding of the
situation | was in and the circumstances that | kididays were able to be
taken when the children needed me to be thereif éimel children were ill, it
was recognised that that's where | needed to hekgow. Again, I'm not
sure you would get that in the private sector,auld be a lot more
problematic.
At this time, Kerry worked for a charity which piided advice and services to lone
parents, so it was likely that their employmenti@et and ethos would reflect this.
As | discussed in the previous chapter, the dimisietween service user and worker
is more fluid within the voluntary sector. Worke@n end up providing services for
people like themselves, people that are faced siuittilar issues, and there is perhaps

more empathy for and understanding of employeesugistances as a result.
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Anna, who worked for a mental health charity, desmd flexible working
arrangements for parents in her organisation, padifically, the support given to
her by her managers and colleagues when her patiedts

They tend to come a bit later, you know, if they¢edled away by the school
there’s no ‘you’ve had three days off this weekgre’s none of that because
they know that people work. . . well that's my stgif management as well
... actually people will give you far more, thema you give them. And you
know, it's been great because | don't think anyb®a@ypused that, and if they
have, and they’'ve been told, it's inadvertentlyit. might have happened
inadvertently. But people don’t take advantagehat.t. . because we're
pretty much like minded. So. . . yeah, it's vemlxible, very flexible. In the
same way that people want to go to pray to the omsd any particular time,
or like when my parents died. . . | happened tavbeking here when my,
both my parents died, and they just shut up thee#nd they came to the
funerals, and obviously my parents were Cathotidt svas a Catholic
funeral mass etc. etc. but everybody came irresfgect their creed, you
know, and generally. . . to support you, becauagshvhat you’re going
through so therefore that’s what you do, you kngau can feel that and you
respond to that. . . and so if somebody does mork t@day, well, you know
that tomorrow it is somebody else’s turn, to cdeereach other, so yeah. . .
it's a really nice place.

Anna was not a service user, but the fact thatxsitked in a mental health

organisation meant her colleagues were encouragzée, more able and were

perhaps expected to respond supportively to heavements.

For Fahmida, Kerry and Anna, the aims and the #iesvof their organisations
fostered and almost necessitated a flexible apprdaseems that the particular
nature of voluntary-sector organisations, what theythere to do, who they are
there to support, can be very influential. Dianbpvnad worked for an advice
charity, discussed why she believed voluntary osgdions were more flexible:

| think they’re more accommodating of erm. . . detgplives, in general, not
just childcare, but older people and some of thatdo with the fact that a lot
of voluntary organisations are working in enviromtsearound advice giving,
or people’s rights, or changes in people’s circamses or illness, so there’s
an awareness that actually that for a lot of pediieis about much more
than work and they might have lots of issues, think that’s reflected in the
way that they treat employees.

Diane here suggests that voluntary organisatioms hanore holistic ethos, a greater

understanding of employees’ lives and circumstabeeause of what they do.
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Ayesha’s sister-in-law worked for a domestic viaercharity, and Ayesha intimated
that this impacted on the charity’s attitude toveandr childcare commitments:

But my sister-in-law, she works for [name of orgation], and she works
until three and she picks her kids off, and they@ey accommodating, so |
think it's also the nature of the actual charitgttiiou work for as well, if
they’re quite good and accommodating, they’ll gyoe flexibility.
Fiona felt that the very presence of more womeihensector encouraged
organisations to be more ‘nurturing’ and flexible:

| think generally it is mainly women that work imet voluntary sector, and |
wonder whether that's because of personal isswesmdrfamily, child care, |
think sometimes you get more flexibility within tkieluntary sector for that,
more flexibility sometimes. And | think sometimegpending on the
organisation, the voluntary sector is looked athase nurturing, which |
think people tend to think of as more towards #radle side, that kind of
nurturing element of being human 1 think, yeah.

In essence, voluntary organisations like the orfesused on are there to support

people and provide services for them and this shdpmeway they are expected to

treat their employees.

There are inevitably problems with these infornkekible arrangements, which
some interviewees did discuss. One is the potetisphrity between organisations,
as they range in size, scale, purpose, make-upetanda, who worked with a lot of
different charities in the area, commented thatréfs masses of difference in their
policies and things like that, and how organiseytare, because, you know, you go
from your sort of, literally run by volunteers rigtmrough to your bigger
organisations’. If there are no uniform policiegrikers may move (and movement is
constant) from one organisation with a very godiiuate towards flexible working
to one that is completely unsupportive. Diane disgussed this inconsistency in
some depth:
D: But it varies from one to the other, you knowuymight have one
organisation that’s an absolutely brilliant emplogad another that’s
absolutely terrible.
B: So there’s a disparity?

D: Yeah, huge disparity, yeah. Because a lot df thavell, most of them are
run by management committees and a manager, anpadihes good as their
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management committees, and if you've got a reaippsrtive, really hands-
on management committee, that can be absolutdlabti But a lot of them
have people that are on every committee in the t@ehturn up once every
month and go away again. So that means that ticgg®e really difficult
and managers can end up not feeling very supported.

An informal approach to flexible working will onlyork if there are good, well-
supported managers to sustain it. The small s¢atest voluntary organisations is a
disadvantage here. Senior management is likelpnsist of only one or two
employees, supported (in theory) by a volunteerfrised management
committee/board. Flexibility is dependent on trasdl if relationships break down
between managers and the people they managejsh#ten no-one else to turn to.
When this did happen to the women | interviewedt d&l to Ayesha for instance,

they were compelled to move to another organisation

While a large proportion of the interview partiapg commented on the sense of
trust placed in them by their managers, this washecase for all my interviewees.
For example in Gillian’s last job she had felt esaigely monitored and restricted by
her managers:

| was shocked when | moved to the small commuretytre in my last job
because | assumed that although it was part-twuld not be doing just the
time, | would be putting extra in because | waseamessponsible, | was
coming back to Bradford, | was happy to help. Aneint | found that they
wanted me to log my hours, and again, | felt itethby that because it didn’t
feel like them caring for me, it felt like them wang to make sure they were
getting enough out of me. So it was something atimitvay it was put to
me, I’'m sure it could have been put to me in aedéht way, if they had said
to me that ‘we want to be sure that if you do anegtyou get time off in

lieu” or something, | might have been more happyulit, but | remember
distinctly being shocked and thinking ‘oh, they ware to log my hours, well
in that case I'll do the hours I've been set’. Arfthd to point out to them that
they wanted me to be. . . all my working hours thaid for they wanted me
to be at the centre, so | said ‘excuse me, you wento do outreach and
make contacts and attend meetings, well | can’abse of my presence here
all the time, so hello’ (laughs).

Gillian was working part-time but was initially grared to do unpaid overtime.
Feeling untrusted and too closely monitored madediectant to work extra hours,

and she felt unsatisfied in her role. This wasthetexperience of most of the paid
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workers | interviewed, but does demonstrate thahapss to flexibility is not

universal across the sector, and is very deperateimdividual managers.

The preparedness to work over the paid hours wasnanon theme throughout the
interviews, with half of the interviewees statimgt they worked more hours than
they were paid for, partly because of the flexipiafforded to them. Kerry admitted
that she had got ‘in trouble’ for working over heurs, so much so that ‘I didn’t
record it anymore, | didn’t stop doing it, | jusdd’t record it’. Karen had similar
problems, but felt, unlike Gillian, that her maneggeecognised her overtime:

So it's my own fault really but. . . | find it qe&t. . because I'm only part-
time | find it quite hard to keep track of my houlrenly have to be in the
office from nine until one, so | only do four howrglay but then the rest of
the hours | make up. . . | either stay later indffece or a lot of it like the
publicity things | can do from home. [. . . ]I dod it really hard to keep

track of my hours, but generally I do think | donkwanore than twenty-five,
but | think they recognise that. . . like my lin@amager. . . like last week | had
two days off to go to Wales and | was like ‘candtjtake these two days as
holiday?’ and she’s like ‘oh, just make up the fsoeilisewhere’. It does make
it quite flexible like that, and because | only Bdeur set hours a day and the
rest of it I can do in my own time, it does makeetilly easy to make up the
hours. So it's not a flexitime job because | havee in the office from nine
‘til one, but on the other hand it does make it san move it around quite a
bit. So yeah. . . they are quite good for that, do think | do over my hours,
but | do think | get it back, if that makes sense.

Karen did not feel she was being taken advantagpecduse her bosses
acknowledged the extra time she would put in. ¥etissue she and Kerry
highlighted, working overtime, is one of the prahkassociated with flexible
working practices, particularly with flexible housmad home-working. Kattenbach et
al. (2010) and Kelliher and Anderson (2010) hase &lighlighted issues such as
work intensification as a result of feeling indebte managers and the lack of
boundaries between work and home life which cad teavork-home conflict.
Furthermore, flexible working practices can repmaEygendered assumptions, and a
gap can develop between the flexible worker andideal’, ‘committed’ full-time
worker (Lewis and Humbert, 2010).
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This could explain why, even in the voluntary seciioivas apparently difficult to
work flexible hours as a manager. Angela, who worke a middle manager in a
relatively large youth charity, discussed her ageanents around flexible hours for
the woman she managed, but seemed disappointedasheot afforded the same
treatment by her own managers:

I’'m just discussing that at the moment, about #fre of colleague] can go
onto flexi, but there’s only two of us so | candue a very flexible flexitime,
because one of us would have to be in for nine jigitin terms of. . . like
she was going to a Smoking Cessation clinic, shefy twenty-eight, but |
said, ‘don’t be taking leave, just come in when'y@tinished and make your
hour up later on sometime’, which to me is jusnidiexible as a manager,
don’t get that upwardemphasis added].
This is a problem across the sectors, as it becamesasingly difficult to work
flexibly further up the hierarchy of an organisatidén the voluntary sector, where
organisations are quite small and the levels ofagament are reduced, this problem
is intensified. Flexible working is perhaps not gibge for those who play a major

part in running voluntary organisations.

In sum, the women | interviewed were particulariyheisiastic about the flexibility

of their work in the voluntary sector and felt titétad a positive impact on their
lives. Kelliher and Anderson (2008) found that fld& working was strongly linked
to greater job satisfaction, despite some downsiflesre was no blanket policy
across all the organisations, or even within orggtions, regarding flexible working
practices, but rather a fundamental commitmentetalility. The flexibility was

often agreed informally and hinged on mutual thettveen managers and workers.
The nature of their work, the aims and objectiviethe organisations discussed seem
to have made them more open to flexible working. tBis is not universal and there
was disparity across organisations. Furthermosgettvas an indication that this
self-selecting group of participants were partidylaommitted and some in the
voluntary sector could take advantage of its infality and abuse trust. As with part-
time work, flexible working became harder in rokegh more responsibility, and
may only be afforded to those in low to mid-levabs. Yet overall, ‘flexibility’ was
the word most repeated by the interviewees, pdatilyufor those with children, and

was an aspect of their work which they really velue
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Accessibility and Training

In the last chapter | discussed some of the waygich the women | interviewed
entered into work in the voluntary sector. | fouhdt there was no set path. Many
came to voluntary work mid-career or following grsficant career break. |
suggested that there seemed to be an inherensdxligsin voluntary-sector work,
particularly for those with children. For examplagre were those who ‘followed the
children’, volunteering in playgroups etc. and thasnetimes led to a paid role or
was used as a way to gain work experience aftareecbreak in order to obtain
paid work elsewhere. Interviewees such as Elliekerdy felt able to access work in
the voluntary sector despite their disrupted capaéhns (as a result of childcare), and
in Kerry’s case, lack of formal qualifications. Ytee accessibility of the voluntary
sector was not just perceptible to those with yoctmtgren. The interviewees’
narratives suggested that jobs in the voluntarjoseeere generally more accessible
and open, compared to the public and private sediar instance, Anna, who
described her career as having a ‘chequered histeoyked as a qualified teacher
but had to retire early on the grounds of ill heaWWhen she was able to work again
she felt potential employers would view her sicleeord negatively so she opted
for self-employment. After her parents becamehét ound her self-employed sales
jobs difficult to maintain and so applied for a &acy at a local mental health
charity:

The job application for this particular organisatiwwas something that
appealed to me, it was my interest, and at the tineeded. . . | was working
for myself, having been on long-term sick, and ékmobody was going to
employ me because when they ask you how many aayd had off, it

didn’t look very promising, as an employer. Sotlge a business of my own,
my parents were ill and running a business froreaslale in hospital was
proving difficult because people perceived it twaen you're working at
home that it wasn’t proper work. . . and doing saj@u know, you're only as
good as your last sale and if you're not accesé$dsle . you know, there’s no
loyalty. And it, there just happened to be an atdwvethe paper, | think it was
September. . . for this, and another job whichdlatithe time which only
lasted two years due to funding, and it was workarghe benefit of central
and eastern European migrants, supporting thenhelpthg them, so it was
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something that was close to my heart. And it wgsoodgpine for me. . . |

applied and obviously I got the job. . . so I'nligtere.
There seemed to be no doubt in Anna’s narrativestira could have been
discriminated against by the charity for her ‘chexa’ career history and sickness
record, as she predicted other employers might dame. She could have assumed,
because it was a health charity, that the managemmid be more understanding
than other employers, most of which are hesitaettploy people who have had
long periods of illness (Brohan et al., 2010). $any, Amanda was unexpectedly
offered a job in a voluntary organisation followiageriod of illness, having only
made an application as a way to get some ‘practicdier current role within a
different organisation, Amanda described how hemagar was particularly
understanding about her health issues. The volsttor has a particular ethos and
reputation as the ‘caring sector’. Issues sucloag-term illness, usually regarded as
barriers to work, are often better understood atetated, making work in the sector
more obtainable for those who have experiencedpatproblems and/or disrupted

careers.

Anna also knew that she had the specific skillsexpkrience (ability to speak fluent
Polish and understanding of the eastern Europegrantiexperience) that those
hiring her were looking for. The project-based matof many voluntary sector jobs
perhaps enables managers to look for the skillseapdrience required for a
particular role, and to single out people wholfgit organisation’s particular ethos.
Natalie argued that skills, experience and persetinas were often prioritised over
formal qualifications within her youth charity atite voluntary sector in general:

[In] statutory. . . you've got to tick those boxésyve you got a qualification
in. . . ? But the voluntary sector lets us havé anbre of that flexibility to
actually say. . . skills, skills are more import#mn qualifications,
experience is more important than qualificationd ensome ways our ethos
IS more important than a qualification. Most peogde get a qualification. . .
can you use it? Actually. . . that’s very differeist’t it? Can you actually
relate to a young person? No, okay. It doesn’'t enathether you've got all
the youth work qualifications in the world, if yoa'the one doing the tuck
shop. . . it doesn’t necessarily make you a youitker, and that’'s something
that we recognise quite strongly in our trainingtes for our staff.
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Natalie remarked that her organisation had becessgfbcused on employing people
with youth work qualifications and instead looked workers with a more diverse

range of experiences and qualifications.

This notion that the voluntary sector was more piing of different skill bases, an
acceptance that the interviewees felt was lackirtge public sector, was a recurrent
theme. Rose described the recruitment process ahhaty from a board member’s
perspective:

The majority of paid staff have actually done apiate training, core
training, but they have to. . . in the voluntargtee you have to apply it in
lots of different ways | think, and you’re consigntvhen your recruiting
somebody, you are looking for that balance betveegrerience and potential.
Someone that's worked for a different organisatiarsomebody that works
upstairs, she came to us having worked with [a aldmalth charity], so you
think. . . she’s excellent, she really is, but werevwanting to appoint
somebody to a health partnership, working withustayy bodies and with the
voluntary sector, pulling the two together. Now Jebshe just really focus on
people with learning disabilities or could thosdlsloe transferred, because
she’d obviously got the degree, that was her egped and so on. . . And
she’s been one of the best appointments we’veraade. And a lot of it is
just about learning on the job, but we are conbtdobking for that

flexibility in there, and the staff that we’ve getll sometimes find
themselves working with. . . If we've got someonerking on a project, if
their funding comes to an end, we will look at waysupporting them to
move to a different kinds of project and so on.&ese we believe that
people can have flexible career paths. I think we gwuch bigger
organisations a run for their money in terms ofgkid base I think.

Rose argued that her organisation not only acknibyed and understood workers’
unique skills, but was also committed to offeritgemployees new opportunities to
prove themselves. Jobs in the voluntary sectootiea short-term and project based.
Workers may change roles more frequently thanhermsgectors, building new skills
and knowledge. There is not one clearly definederamto or through the voluntary
sector. Instead there is constant movement. Thaege&grecruitment decisions take
this into account, expecting workers to have hidxable career path. They are
perhaps more open as a result and willing to reisegrotential. For women, whose
employment patterns are generally more unsetttedséctor’s outlook and role flux

may be more attuned to their experiences andyitgsstenabling them to access
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work without facing some of the penalties assodiatéh career-breaks and/or
having had periods of part-time/low-paid employm@imrose, 2001).

Another contributing factor to the accessibilitytbé voluntary sector may be its
relatively low wages. Gross hourly pay was £12162s than both the private
(£12.60) and public (£14.20) sectors (NVCO, 2013ag lower wages may make
paid work in the voluntary sector seem more attaaeparticularly for women who
are, in general, conditioned to expect and askefwer financial rewards (Clark,
1997). When | asked Rebecca why more women tharnwoeted in the sector she
revealed the complexities of this issue:

It's lower paid, therefore in my head, it's withimy reach. | struggle applying
for jobs that are well paid, justifying it to mysebomebody once told me
that. . . it's an old wives’ tale, it stuck with pteat a man would apply for a
job if he can do two thirds of it, and women witilg apply for a job if they
can do it all' And that, you know, nonsense. . TBthat kind of stuck in my
head because unless | felt very confident in apglyor that job, and unless it
felt like the kind of money | should be earningand | think women struggle
with that. | had a female friend who applied faClaief Exec post and. . .
good luck to her and she got it, but it was hugewams of money, and the
rest of us were all going ‘oh my god’, and she skl as good as any of
them that are going for it’, but that that was keahusual for women to have
that attitude. She said, ‘if I didn’t go for it asdme person got it that wasn't
really as good as me, how would | feel then?’ Shagbisolutely right but |
think there is something in. . . it seems to fisgems to be achievable for
women.

This idea that a career in the voluntary sectattainable for women because the
financial rewards are not great is persuasive.réason why women are less likely
than men to prioritise financial rewards at worl#stly because they have lower
expectations of what they can achieve (Clark, 18&&ey, 2001). Diane also
intimated that one of the reasons why the volunsagtor attracts women was due to

the low wages, and discussed why this was:

| think [the voluntary sector] has got far more wemthan men. Some of
that's because of the salaries, which | think anéedow and it's often part-
time work. So you do get far more women than mem@&imes | think the
wages are artificially low because. . . partly hesgait's a voluntary. . . a
charity or voluntary organisation, so there’s arogamal pressure to accept a
lower wage and that means that you do end up wiibing a second income,
not a main income.
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Diane suggested that women may feel more emotiopedissured to except lower
wages in the voluntary sector, because of the wWw&e organisations do. For her, a
voluntary sector wage did not equate to a breadsviealary, it was a second or
supplementary income, and therefore gendered.cbhilsl account for why there has
been a predominance of women in the voluntary sestamen view it as a form of
employment that is within reach. However, the ided reality of the male
breadwinner is in decline (Crompton, 1999). A lapgeportion of the paid workers |
interviewed were lone parents, thegrethe breadwinners in their families. The low
pay of the voluntary organisations was an issuerredl to numerous times during
the interviews and was perceived as a barrierttodLcareer prospects within the
sector. This could signal a change both withingietor and its workforce. The
culture of low wages, which perhaps made the sewtwe accessible to women,

could no longer be viable.

Volunteers are a significant part of the voluntaegtor workforce and this
contributes to its accessibility, increasing thdtiplicity of entry routes into the
sector, underpinned by the apparent fluidity betwempaid and paid work. When
describing the establishment of a local charityupevoluntarily by just one woman
and which now employed ten people, Rose remarked:

A lot of the people who work in the voluntary seaiadn’t start out with
training to be a voluntary sector person, theyatathe project because they
saw a need where they lived, and they learnt thle sk
There were other interviewees, like Rebecca, wiibaxperienced this first-hand,
developing important skills within their volunte@ies:

So, | had six months there, came back to Carddfhaiunteered at [a
domestic violence charity], and after. . . | ddaribw, a period of time, | got a
paid post with [the same domestic violence charapf that's where it
started. So, at that time, that was a half-time& pos was still volunteering at
other places. | volunteered at the local law ceatré later a drug and alcohol
counselling agency and got counselling experiencesé&ills, and training.

Rebecca was able to access the voluntary sectarghivolunteering, finding both
paid work and invaluable training opportunities kBga suggested that people

volunteered at her organisations specifically far training and to gain experience:
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We had volunteers, we had clients that became tedus), then they got
training, and then they become paid workers. Saittircle, it's a success |
have seen in our organisation where we were alge/éoconfidence by
training, but also by giving information, and thi#aey become a volunteer,
and they get training and they become paid staff . There are some young
people who have law degrees but have no jobs gocdmae here to gain
experience, and they also feel like that they aré @f the organisation and
are doing some work for their communities.

Within the majority of the organisations the iniewees had worked for, volunteers
were regarded as an integral part of the workfarawere offered multiple
opportunities for training and development. Comneitinto training volunteers and
staff appears to be one of the voluntary sectare strengths. This was viewed as a
way to differentiate the sector from others andureqgreater status. Kathleen
described training as a means to make voluntarpseorkers, paid and unpaid, as
professional as their public-sector counterparts:

When | moved into management, | took the trainihgadunteers very, very
seriously in the [community and education chariy/e had a volunteers’
charter, and we both had to sign, and they hadaggume had induction, and
induction packs and all the rest of it, and veigutar in-house training and
reviews. Personal profiles, of what their progressvas, because we’d learnt
by then, you see, that we had to be as professionaiore professional than
people in the public sector, if we were going towur way through. So our
volunteers had to acquire the professionality d& we

It seems as though the accessibility and openrfébg @oluntary sector may mean

those within it are more focused on being and appg#o be as well-trained and

professional as workforces in other sectors.

For most of the interviewees, the training offet@them went above and beyond the
kind of mandatory training expected across all@s¢isuch as the training Grace
received in manual handling and first aid whilst skas a volunteer. Rokeya
described personal development as a core partlofitawy sector:

Personal growth and personal development. . nktheople come in the
voluntary sector, whatever organisation it is, ohthe reasons they come is
. . . obviously they want to give something to ¢oenmunity and help others,
but one of the reasons is because they haveey l¢hrn and they develop
things. Like I've done my paid job, | was also a@RRacial Equality
Counsellor, and | was the chair for a couple ofrgeblearnt quite a lot in
race discrimination, and gender and race, andhatgked for a law centre,
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on their management committee, five or six yeanmasagement committee
member. So, you know, there’s always a reason &otago there, because |
was | think at that time. . . that even though Fkviwll-time, go home and
then | have to go out to these meetings, becauseam@ about the work they
do, but also because you felt that you're learsioigpething. And for me it
was that experience. . . it was very useful becthese it helps you to get
further into management, into other posts. So mamagt committees are
another area in the voluntary sector where peaptebe developed in
management, so yes definitely. The personal groavttl,learning, and work
experience is very valuable, which the voluntamgt@eoffers more than the
public sector offers.
The paid workers | talked with remarked on theimagers’ commitment to their
career development through more personalised mguopportunities. For example,
Natalie discussed how her organisation was coritngunalf the tuition fees of a
sports science Master’s degree for one of theikers; so he could develop his
current role, organising a sports programme fomgopeople. Similarly, Fran was
funded to do a post-graduate diploma by her orgéinis's training budget, which no
doubt helped her to progress within her organisat®nce becoming a manager she
had become more involved in this process:

As an organisation, we're quite good at that akidow now that I'm
supervising lots of staff, you know, our superumsiocludes ‘what are your
training needs?’, that's every six weeks with eva@aff member that's
mentioned at least once, and you know, we’re alvgaysling out training
opportunities to different staff and we have aniirag budget for every staff
member.

I will discuss career progression further in th&treection, but | wanted to draw

attention to the personal development focus witlnluntary organisations and the

more flexible approach to training tailored to eayaes’ particular requirements and

aspirations.

In 1999, Cunningham (22) reported that ‘a lackagguate training provision is seen
as a key constraint on the effectiveness of thentaly sector’. The group of women
I interviewed were largely the success storiehefoluntary sector, and therefore
not a representative sample, but | found thatHermajority of their organisations, a

real commitment to training and personal develogmes reported. The availability
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of training might be what makes the voluntary seatxessible to those outside it,
and could well be a major factor in what enableséhwithin the sector to progress.

The factors that make the voluntary sector acckesaie multi-dimensional. There is
a holistic approach to recruitment in the sectorctitakes into account more than
gualifications and direct experience. There alsmseto be an acceptance that
people will have had varied work experiences aritlpgrhaps not have had a
traditional linear and continuous career path. Ting be particularly advantageous
for women who have experienced disrupted careexsaloareer breaks, caring
responsibilities or illness. Voluntary organisasare perhaps more able and willing
to incorporate people at different stages of thveds, and with varied educational

and employment histories.

Hierarchy and Career Progression

Most voluntary-sector organisations, and certaihé/registered charities | focused
on, have a clearly defined structure and hieraraliych is essential to the
maintenance of their legal status. The women higeved all worked in small-to-
medium-sized charities, employing at least one padber of staff and usually
incorporating volunteers within their workforcesrte, like Karen, worked in
organisations where there were only three paid arstkvhereas others, like Angela,
worked in reasonably large organisations which daat fifty paid employees.
Despite this disparity, the make-up of the orgaiosa was relatively similar:
volunteers, frontline staff (support workers, pobjeorkers etc.) and administrative
staff, managers (at different levels dependinghansize of the organisation), a chief
executive and a management board/board of truskeéesuniformity might suggest
that voluntary organisations are highly structuaed hierarchical workplaces.
Indeed, Christine felt that the prescribed struetircharitable organisations was too
constricting:

So my hunch when | first set up [a community ahtarity], was to have a flat
structure when we eventually became an organisdiiarthe fact that we
were a charity created delimitation between resipdites between board
and staff, and | had to apply for my own job, tadmme the director of the
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organisation that I'd set up, and that was jusualioe structure of the legal
entity. So | always fought with that because strgay you are creating a
division between staff, director, board members, thiat division is
reinforced by the law.

Yet | found that, for the most part, the intervi@savorked in relatively flat
organisations, and this was largely a result of mall size. There were fewer steps
between frontline workers and chief executivestipaarly in comparison to the
public sector, enabling easier communication deakls, as demonstrated by this

extract from Louise’s interview:

L: I think as well, it's not as formal; it's not@mpetitive place. You know,
the environment, from all the voluntary organisasiehat | know. It's not
formal, it's not intimidating, it’s just kind of ke, we are here to do the job
and we want to do it well kind of thing. And theteesn’t seem to be that
much of a hierarchy even with your chief officer&lgjour workers, there
doesn’t seem to be that hierarchy, and peopleuatejp the same level if you
like. But I think when you get into the council atinihgs there is a hierarchy
that starts to appear. And that’'s changed howeisfeand how it works |
suppose. And in the voluntary sector, you knowgri'tiparticularly feel
intimidated by the chief officer, it’s like ‘so wtidl, we're all people, but |
think when you go to like Early Years [at the cailinend you've got all
these different layers of people, and then you®eygur top [laughs], it can
suddenly feel a bit like, look at them up theret Buthe voluntary sector, it
doesn't feel like that, which is quite good reatiyite interesting how it
works.

B: Why do you think that is, why do you think tleatvironment exists?

L: Because nobody gets much money [laughs]! | dunno

B: Do you think that's what it is?

L: It could be actually. I don’t know how much thiief officer gets, but it's
not huge, huge amounts of money, and yet someklsdyreher position
would maybe be on double that, do you know whaean?

B: So there is less disparity between the bottochtha top?

L: Yeah.

Louise compared her experiences of public sectdvaiuntary-sector work,
suggesting that the flatter hierarchies of voluntanganisations made managers
seem more accessible and on a similar level. Slvesalggests that the pay gap
between the lowest paid workers and the highest\warkers was reduced within
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voluntary organisations, intimating that in the |ukector, chief executives posts
are much better remunerated. This is largely thepay differential between the
highest and lowest paid workers in the voluntact@eis on average 6:1, compared
to 12:1 in the NHS (NCVO, 2012c; 2013a: n.p.). Tée that, according to Louise,
‘nobody gets much money’ in the voluntary sectanfaeced a sense of equality and
lessens hierarchical divisions. The ‘voluntary’ espmay also be a factor.
Organisations have unpaid trustees at the top apdid volunteers at the bottom,

disrupting the link between power and financial aedv

Fran, who worked in an organisation which emplolgsd than twenty paid workers,
discussed the effect of having a flatter hierangithiin her workplace:

We’'re not small, we're a medium-sized charity nbwt we do all know each
other and we do know how to ring each other fag,tthiat and the other, and
anybody in the organisation can chat to somebash. ésuppose I've said a
couple of things about hierarchy previously, butrevgery flat in terms of
our hierarchy, most people are in the same levehafting to each other, and
then there’s about four of us that are a bit alibaekind of thing, and we all
can talk to each other, anybody could ring me upotwow and go ‘ergh,
what'’s this about?’ And likewise, the directorh&tonly person above me
and I'm pretty certain that anybody would feel contdible ringing him as
well, and that’s great. | mean | don’t know how rwf it is voluntary sector
and how much of it is our organisation, but | thanlot of it is voluntary
sector, | think.
Most voluntary sector employees work in small wéakes. In 2012, 49% of
employees in the voluntary sector were employesldrkplaces with less than 25
paid staff members, compared to 42% in privatessertd 16% in the public sector
(NCVO, 2014f: n.p.). Only 4% of the workforce wasdted in organisations with
500 or more employees (Teasdale et al., 2011:R&fjance on insecure funding
streams and donations restricts the growth of asgéions and reduces the number
of bureaucratic roles. The relative smallness ahfrorganisation meant that she
knew all her colleagues, was aware of what théasrand responsibilities were, and
felt comfortable contacting them, regardless of thbethey were below or above
her in status. There was only one paid staff mentherchief executive, above Fran
in the chain of command. This was the case formalmau of the participants, even

though they did not occupy particularly senior soldgthin their organisations. The
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small size was definitely the key factor here. laalad briefly worked for a large
charitable trust and described her frustrationo&toeing listened to:

It was a massive hierarchy, because it was a itwsas quite a few different
managers and it was all quite difficult to get yooice heard, even though
you were the person doing the really important,spdaf work for them. So in
a way that it was worse for a worker, being par trfust, than if it was just a
voluntary sector organisation, because there wasusth more hierarchy, so
many more levels to get through, to change anything
Fran indicated that the flatter hierarchy of hegamisation made her job easier.
Rokeya, who had worked in social services befogevtiluntary sector, suggested
that the sector’s structure offered her more autgnand helped her to feel more
connected to the service users:

In the voluntary sector | think there is more flakty, | enjoy working for
the flexibility and | feel like I'm free, | feel ke I'm able to identify
community, my clients, my service users’ needs,thed look at how we can
address those needs. | don't think. . . espeaialigy role, | was right at the
bottom as a family care worker and even if | becamsecial worker and had
a higher position, | think it was the type of orgation where directors and
policy-making people are quite higher up and vesyatht sometimes from
the grass-root level. Well, I like to be involvedhwpeople, working with
people and pick up the issues, so that’s the @iffez (Rokeya).
It is evident that the way the voluntary sectastisictured, the small size of
organisations in particular, is intrinsic to itsnkers’ sense of freedom and
autonomy. There is some evidence to suggest thaieware more successful in
flatter structures, and are more likely to try aeplicate flatter hierarchies as
managers (Oerton, 1996b; Cantzler and Leijon, 2001y could be another reason
why women are attracted to working in the secttattér hierarchies enable easier
communication between workers and a sense of wantywomen are more likely
than men to prioritise workplace relations (Clar®97). My interviewees

constructed the working environment that flatteraichies produced as positive.

The main issue with flat and small organisationtheéslack of career progression.
The very concept of a career in the third sectseen as problematic because
following a straightforward upward and linear preggion is often impossible (Onyx
and Maclean, 1996). Many of my participants saw thiely option as moving

sideways, into different projects or organisations.

149



Here there are quite a few different projects, @0 gould potentially move
within them if there are opportunities and you kiaelexperience and you
wanted them. | think here people are quite hapgkerroles that they're
doing, but there’s no reason why. . . | mean, i@maple, we’ve got things
that have been recently set up like a manager’'singeand things like that,
so actually there’s personal development even thdlgre’s not necessarily
a job, but it's supporting you if you want to apjidy another job [in a
different organisation]. So | think that’s kind thie way the field is, that you
.. . it’s not quite so precious, we might not béeao give you the job, but we
can help you get the opportunity to get it, tothetexperience (Amanda).

L: There isn’t really a career progression. And.thatwo people who | work
with, they both wanted a bit more, and they goit &bstrated that there
wasn’'t any kind of. . . they could get the respbility, they could take on a
line manager’s role, supervisory role, and do thjrimyt there weren’t any
extra money to go with it [laughs]. So you takenoore responsibility, but
you don’t necessarily get paid. Unless, somebogiegpfor some money
somewhere and you can take a bit of a slice of yfwat know, it just depends
because everything’s a bit of a jigsaw of funding aommissions. Erm, but
this one person, she was saying she wanted tordeteng more, because
she’d being doing this job for ages now and shédcda it with her eyes
closed and she was just getting a bit bored ahitl then an opportunity came
from [the public sector], so she went on a secomdrize six months, and
now she’s got a paid post for two years. So, shetgally moved out of the
voluntary sector now. So yeah, there aren’t marpodpnities if you want to
climb the ladder so to speak.

B: You have to move across?

L: Yeah, yeah. That kind of thing. But | supposatthprobably why it suits a
lot of women as well because if they’'ve got fansiland they don’t
necessarily want to start climbing the ladder, iteepust comfortable in what
they are doing, and they've got a good work-lifeabae. Yeah, so that could
be one factor why it appeals to women (Louise).

Coincidently (I was not referred to one through dkieer), | interviewed Kerry, who |
deduced was the person covering for the secondnoemte discussed:

Yeah, I'm covering. . . I'm covering a secondmectually so if the lady I'm
covering stays on, she’s been seconded to [thegpsdattor], if she stays on

.. . if she comes back then I'll go back, buthésstays on then | may stay on.
So it covers your back a little bit, that's an ogpaity that you wouldn’t get

in the private sector [laughs]. So | mean my em@tsyagreed to that because
| think they wanted to see me develop personalhiclvis a fantastic thing,
and they also thought that if | do come back thesillhave gained strengths
from that development and be able to bring thakba¢he organisation. And
that opportunity has given me a different view ba job that | did, so even
though I'm not doing that job, | can see wheregbioould have improved
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and areas that need reshaping, so I'm kind of domggjob with an eye on

the other one! Kind of thinking. . . I've got ideashow it could work better.
Louise suggested that the relative absence ofeectdder to climb was the reason
why work in the voluntary sector might appeal tomem. Some women who have
young children and have a good life/work balancg mant to remain in the role
they are in (or a similar one), without the pressnirhaving to develop their careers
further and constantly progress. It is also clbat the voluntary sector provides
opportunities for women to develop their careersne¥ this does not always take
place in a typically upward trajectory. The acceunit Amanda, Louise and Kerry
demonstrate that there is a lot of mobility witkine sector. Workers have the
capacity to move into different projects or orgatisns and this movement is
encouraged and aided by a management focus ompédavelopment. The desire
for new experiences can be met through this mglgideways or otherwise),
preventing boredom and apathy. A role that onegmensight find boring and can do
‘with her eyes closed’ might give another persodiféerent view’ and ideas about

how to improve.

This coincidence also demonstrates that this mglafien takes place within a small
geographical area. Women, as a result of childdaneands, often feel less able than
men to take jobs further afield and less incliredproot their families for work
reasons (Bielby and Bielby, 1992; Perales and Vial3). Ellie felt unable to move
into private-sector work because of this:

| think possibly working for private practice maytpnore pressures on you
in terms of where you might have to work. So aolioprivate practices work
... hationally, and if they get a job in John @@&ts you may have to go and
work there, which would cause me problems beinggles mum of three,
erm. . . in terms of childcare it would mean thatduld not be able to do
that, and therefore. . . it would either hold melbia my career, in terms of
promotions or. . . it may end up that | wouldn’vkaa job, if | couldn’t do
what the job spec asked me to do.

Ellie had concluded that her inability to move geqguically would have been much
more detrimental for her career had she been ipriliate sector. The voluntary
sector offered less obvious opportunities for leeer progression, but was more

suited to her needs, it was the safer option. iBxdbntext, although the local
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voluntary sector organisation may not be able teraf dramatic upward career
trajectory, it can offer women, and particularlpsle with children who may require
it more, a relatively stable income and some low-&eportunities for career

development.

For those without children, progression within tioduntary sector, as in all sectors,
was more accelerated. Several of the younger wdnméerviewed had progressed
quite rapidly within their organisations, and waemv senior managers. Natalie, who
at the time of interview had recently become apiatead worked in the same youth
organisation for eleven years, first as a frontioath worker, then as a project
coordinator and was now a ‘behind the scenes’ semamager. Fran had had an even
quicker trajectory in the seven years she had vebikdaer organisation, turning a
part-time youth work post into a full-time one, agming from managing volunteers
to becoming Operations Manager for the whole osgion. Fran was obviously
quite ambitious; she was enjoying her current avlé was proud of what she
achieved, but had been thinking about her futuogssion:

B: What about you and your career progression?pbiseéyou’re in at the

moment is quite senior, where do you think you garfirom there?

F: 1 don’t know at the moment, I'm bloody happyhave got here really, |
was over the moon, you know, over the moon to lgmtdo a fairly senior
management position by the age of thirty, it waskaon my personal list, it
was pretty damn good really. From here. . . 'mswe where I'll go. . . one
of the options is statutory, one of the optionsasg more strategic
somewhere in a statutory organisation, commissgaimsomething, which
might be interesting, but it would feel a littl&ei selling my soul to the devil.
I don’t know, | did look at a post not so long agee only been in this
management post since November 2010, so it's pest@ year and a half. |
think personally, for my own CV, | definitely watd be in this post for at
least two years, | think that just looks good, tears of definite learning. As
it is, you know, | love the organisation, | wantide here, | don’t think I'm
ever going to be the director of the organisatieoause he’s never going to
leave.

The option of moving to the public sector, althoungit looked upon too favourably
by Fran, was regarded as perhaps the only poss#@jdo progress. In the last
chapter | discussed ‘sector switchers’ and thislifiy between public-sector and

voluntary-sector work did appear to be quite commidre problem for Fran and
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others was that with only one role above theirtheir organisations, the director or
chief executive, they would have to leave the oiggion if they wanted to continue
in an upward trajectory. The public sector, withlé@rger organisations and more
delineated hierarchies, could offer them an inteliate role, which would act as a

step towards a chief executive job.

Amanda faced a similar predicament. Before moviackiio the Bradford area, she
had worked in a much larger organisation in Londamere her progression was
very quick:

I mean | was lucky in that | did progress quiteclly because | worked for a
bigger organisation, so | went from doing sortighéeen months with the
young offenders at a support worker kind of let@kthen going into the new
organisation as a higher, a senior support wobeause | was working on a
specific project [. . . ] I had quite a lot of.they gave me quite a lot of
responsibility. So basically | pretty much ran domtract and my manager
signed it off and authorised things when | needadtd. And then. . . | guess
I was quite lucky they offered me another job, ngamg a hostel for
homeless people and then the social inclusion gdj&ind of moved around
and up, and certainly up the pay scale quite quidklit then coming here |
took a step back because actually it was kind.dfondon’s a funny place,
you get caught in world of how much money you camend how quickly
you can go up the ranks, and actually it was kiinihiopersonal reasons that
we moved back up here and actually had a bit dirdc and | was actually
like, this is actually a job that I think I'd reglenjoy, and it’s still on manager
level, and could do quite a lot.

Amanda experienced a rapid career progression,ibatgnims of pay and
responsibility. She indicated that this was not sttnmg she felt quite at ease with
and this had some influence on her decision tamatuBradford. The job she found
on her return was still a management positionpalgih she suggested it was a ‘step
down’ in terms of pay. At the time of the intervieshe was unsure of where she
could go next and explained the problem with pregian in her organisation and the

voluntary sector in general:

So it kind of wasn't quite so much a step up, bentwithin this organisation
there isn’t much progression for me, apart fromG@iO’s job, at the minute,
because that’s kind of the next thing above me,lahd actually contemplate
applying for it when it came up, a couple of yeage, and then went ‘no,
what are you doing?’ That'’s just mental, | doninthl want to. . . , you
know, because | was like ‘well, where would | gernfd’. At the time | was in
my late twenties and managing a. . . being a CE@nhadrganisation. . . kind
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of where do you go then? You either go up intogér organisation, and it

was not for me. So | think you can progress quidkilgere’s opportunities,

but there’s not always. . . but then like | say yan make your own

opportunities because actually if you see things funding and you apply

for them, there’s no reason why. . . If we sawggbr contract that we

wanted to apply for, and there was potential tietdally | could go apply to

manage that. It's hard to know, but | know a lobajanisations that only

have one or two workers, so actually progressiahfiEult and quite often

you come in as a support worker and then you erfeteuy manager because

actually you've been the one who'’s been there Ishgad not always where

you thought you’d be, and sometimes it's fantaatid sometimes you think

‘I never signed up for this!’
Amanda’s experience of working in a larger voluptarganisation highlights the
specific issues around career progression withersthaller, local organisations |
have focused on. Natalie, Fran and Amanda had exped almost meteoric rises
within their organisations, taking on more respbitisies and moving further up the
organisations’ hierarchy. Yet these trajectoriesewalted when they achieved
senior management positions either because thayadittel experienced enough for
chief executive positions and/or they did not expleese roles to become available.
They all felt a strong commitment and loyalty tod&their organisations and did not
want to leave, but they were also aware that tlaeltit a ceiling, and would not be
able to progress further within them. Underlyingitmarratives was also an inherent
contradiction. It appears as though, on the oné haperson has to be exceptionally
driven in order to progress in the voluntary sedigrputting themselves forward for
promotion, finding funding or deciding to move tdifferent organisation in order to
find new opportunities. On the other hand, thetthésunwanted ‘progression’ some
voluntary-sector workers experience, as descrilyefinbanda, whereby people find
themselves in management roles and with respottigbithey did not always want
or ask for. This is both a positive and a negadifveoluntary-sector work,

demonstrating that its non-linear trajectories wank for some and not for others.

These non-linear trajectories may be feature aheeer’ in the voluntary sector, but
they are also symptomatic of a more general chaffgetraditional idea of the
career as a linear, upward trajectory has beeadcaito question and it has been

suggested that the ‘nature of future careers wilingreasingly nonlinear, indeed that

154



a combination of a number of positions, projects mntes, or of jobs, may constitute
a career’ (Patton, 2013: 7). The portfolio careewyhich ‘individuals develop a
portfolio of skills that they sell to a range oferits’ where ‘work in organisations
will shift from position-centred to portfolio-ced’ may be one way to
conceptualise this new career format (Templer aad<@y, 1999: 71-72). The
voluntary sector still comprises of organisatiortsali employ permanent staff, but
the small size of most of its organisations andpitogect-based nature of the work
means that its workers have what some refer to'raslesack career’! This type of
career may be more suited to women’s experience®d, where the relatively
static, occupation-led and typically male careeh ppeas never been that applicable,
due to periods of childcare (Woodd, 2000; Patt®1,3}. Climbing the ladder in the
voluntary sector, although perhaps easy at fietpmes difficult and the ladder can
end abruptly. Career development is possible,thstnore incremental, enabled by

sideways movement and mobility.

The voluntary-sector workforce is dominated by wameet 21% of men working in
the sector are in high managerial positions contptord 0% of women (Teasdale et
al., 2011). When | asked her why she thought tihver® more women in the sector,
Kerry remarked on this vertical gender segregation:

If you look at the majority of men that work in teector, most of them, |
would say, are in management positions. I'm justkimg about the places |
know, of larger organisations, they tend to bebymen or there are men
within that higher management structure. I've neétieught about it before,
but like you say, I'd say the majority of peoplengrally, are women, but it's
strange how the management structure doesn't teéflat; maybe I'm just
thinking of the one. . . I don’t know if that's bebrought up before.

Kerry’s comments were echoed by a number of thergw participants. Yet the
voluntary sector still has less vertical segregatiompared to other sectors. In the
voluntary sector, 50% of higher managers are worakémough they comprise 67%

of the workforce. In the public sector, where womeake up 64% of the workforce,

46% of higher managers are women and in the praattor only 24% of high-level

21| first heard this term used during the ‘Peopledtshop at the TSRC National Conference ‘What
is the future of the voluntary sector?’, 19th A@U13.
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managers are women, even though they comprise 4@8é workforce (Teasdale et
al., 2011). Although there is obviously still a prem with women attaining higher
management positions in the voluntary sector, theag nonetheless be more

opportunities for women in voluntary organisatiémslo so.

The flatter hierarchies of the voluntary sector barbeneficial in creating a more
communicative and egalitarian work environment,they also mean that there is
usually only one person at the top, in a directactoef executive role, and they

carry immense responsibility. Fran described heslas the very ‘fabric of the
organisation’ and that ‘if you cut him in half likepiece of rock it says [name of
organisation] all the way through’. The peoplehirge roles were often present when
the organisation was first set up, and were abslgluttegral to its success. Ayesha
suggested that the reason why her organisatiomhnaxed was due to the chief
executive’s direction and hard work:

| think we’ve been very fortunate, but | think tbiearity is very fortunate that
[name] the manager is very good at what she dbe&s been in this job for
thirty years and | think looking at her, | thinkesk been quite a source of
empowerment thinking that. . . she’s really invdstethis charity, she really
wants to make it work, | mean she works fifty/sikiyurs a week.
The passion and investment described by Fran aeghsyof those running these
voluntary organisations is evident, as is the rasjimlity they hold. Of course, they
are assisted by a board of trustees/managementitie@i@nd these can be very
‘hands on’ and supportive. However, as Diane aliue organisations can run into
extreme trouble when a management board is unsiingand bad relationships

develop.

Two participants, Christine and Rebecca, had bedmei most senior positions in
their organisations when they experienced what botly referred to as ‘burnout’.
Christine had established and run her own chasitp¥er ten years, which although
very successful, had taken a personal toll:

| think the top and bottom of it was that | wasliyeknackered, so we were
talking about 2007 when | left, I'd started writibgls in 1996, and the whole
time | was a single parent, no family around harel | don’t have the
support that | have now. So the pressure on meswaisnous. And | was just
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absolutely knackered, and really, really importaritd run out of my own
skills and capabilities. In that time, nobody etaarght me how to do
anything. | was literally making it up as | wenvad), or if | couldn’t, didn’t
know how to do that, I'd ask somebody and I'd foutt. Now, if | couldn’t

do something, I'd ring up a specialist or somebwtip was really good at it,
and it was what they really loved and I'd go ‘caruyhelp me with this?’ But
then, | had it in my mind that | was failing if idih’t do it myself. So of
course, if you run a business like that for terrgeyou are going to be pretty
fucked at the end of it.

It was only after taking some time out to take [rad leadership programme that she
began to see what was wrong:

| could see why | was burning out, | could see whatproblems were, |
could see that my skills and capabilities werentiegh and | had to begin to
delegate far more effectively. | needed to havéfardnt approach to the
strategic development of the organisation, abaaiptbiitics of how charities
operate and the local area, and the national gicalrof that, just everything
about being a CEO of a charity, just emerged intfod my eyes, and | could
see how wrong, how much I'd been doing really famitly, because the
organisation really thrived.

Rebecca was offered a position running a commuweityre in a deprived area
which, although she faced enormous pressure todehe could not make self-
sustaining. She talked about her experience irhdept

| had three weeks off work where | cried [laughdjad to stop crying before
| came back to work. That was because of the filmhpcessures, really.
Trying to keep the. . . it was an open-door comrtyurentre, it was called a
healthy living centre, but really it was a commuyraéntre, open door, people
wander in just to chill, and that was the point, Bmould have been on
reception, | could have been unblocking the tailet®uld have been putting
a funding bid in or | could have been doing supgori with some of the
staff. . . or. . . chasing the kids off the roaf, .0. .being called out at night
because there are kids on the roof. And. . . we\atery funded and those
kinds of, those returns were not easy also, amastjust. . . it just got too
muchl. . . ] So | worked far too many hours andhttiget the right work-life
balance for a number of months. . . and eventiigist took its toll. So |
took three weeks off, went back, re-focused, rer$ed the work | think as
well, because | think we were trying to be all tfgrio all people. And then

. | stayed a little while, | didn’t leave aftinat, it didn’t kind of affect my
decision to leave, but | think it was probably framen that | thought, ‘I've
probably brought the project as far as | can, anéeds some new blood’, so
it may have been six months or so after that tiséarted to look around and
move on.
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In both Rebecca’s and Christine’s case, the burwastthe result of taking on too
much personal responsibility and having a poor widekbalance. It is evident that
the problems of career progression in the volunsastor do not end when a person
reaches the top. This could be one reason whypasé indicated, some workers in

the sector are not interested in climbing the ladde

Burnout theory developed in the 1970s as a desmmipf a ‘specific kind of
occupational stress among health care workergékatts from demanding and
emotionally charged relationships between caregigad their recipients’ (Maslach
et al., 2001; Bakker et al., 2006: 32). It has sibeen identified in workers across
the spectrum (although is still closely associatéti health and social care work),
and is usually defined as a ‘psychological syndrafmemotional exhaustion,
depersonalization, and reduced personal accompdistifLioyd et al., 2002;

Bakker et al., 2006: 32). However, this experieosiceurnout was not conceived as
entirely negative by Christine or Rebecca. Chréestiras able to see what her
organisation had achieved, and, with some distamicat she had been doing wrong.
Similarly, Rebecca took this experience of burremiain opportunity to re-focus and
begin the process of moving on and finding new ofynities. It has been argued
that burnout is not necessarily ‘an unavoidable reghtive process going from bad
to worse’ (Kristensen et al., 2009). Campbell (20diygests that burnout ‘can be
seen as a dynamic experience in which workers'opaldives and working lives
interact with our organisational cultures to shdpeenergy and commitment they
can give to our work’. Nevertheless, Christine &abecca’s experiences highlight
the potential unsustainability of maintaining lseior posts within the voluntary

sector.

Freedom, Creativity and Autonomy

Job satisfaction in the voluntary sector hinges, large degree, on workers’ sense of
freedom and autonomy, and this appears to be et diffect of the sector’'s smaller
organisations and limited hierarchies. | was stiongkow often the interviewees

discussed feelings of freedom, creativity and aomayin the voluntary sector. These
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were often compared to feeling restricted withia plublic sector, where the
interviewees either recalled or imagined feelingmassed by the extended
hierarchies and levels of bureaucracy. For exandplee, who had just set up her
own social enterprise, compared the running ofdhgsnisation to her previous
experience in the NHS:

It's very different because you've got the big Arehy structure in the NHS,
and now if we need something, we just do it. Wellippose | have to do
everything, whereas before | had the HR team, cateumal health, finance,
pay roll. . . now | have to do it all, and organitsall. Which is great, I've
learnt an awful lot from it [. . . ] We’ve got dhe functions that the NHS has,
but we've got smaller. . . we haven’t got the saetktape.

Jane had to do everything now, but was more inrobriialeema also preferred
having more individual responsibility and cuttingt evhat she regarded as the
bureaucracy of the public sector:

If you were in the statutory sector, you would h&vego to your hierarchy to
even put the proposal forward before you could evewhereas my line
manager saw the proposal and within an hour I'i@ugation to go do
everything that | wanted to do. You have the sdupe.

Employees’ sense of freedom and autonomy over thvairwork was reinforced by
their managers’ and their organisations’ confidenatiem:

It's just a really lovely job, and there’s so mudokedom, and you know,
there’s a lot of trust from the organisation and gan just get on, and do the
job and be as creative as you want to be. Themsdy asking you ‘well,
why are you doing that?’ it’s just really easy torwin the voluntary sector
(Louise).

This freedom could be ascribed to the nature of/ttentary-sector workforce,
including both paid and unpaid workers. Grace, lanteer, described why she
enjoyed volunteering and the freedom she felt:

Well yes. | suppose the big, big difference wittwieering, is that you
don’t have the kind of pressure that you do wheuirgobeing paid to do a
job. That doesn’t mean to say you don't take itsesly, or you're not
responsible about it, like you know, meeting a dieagdor whatever it might
be. But you know that there’s not going to be tbatof bricks coming down
on you if you haven’t done it because everybodywsgou’re doing your
level best in your spare time. So that kind of$rgeu from the feeling that
you're working, | think. It is a different, a vedifferent feeling. And you
think, oh, everything I'm doing is a sort of bonbgcause it's voluntary |
think.
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For Grace the freedom came from being unpaid. Yeuld argue that the
‘voluntary’ aspect of the sector may resonate vighpaid workers as well,
particularly because the wages are distinctly lotlan in the public or private
sector. These complexities were summarised by idataher discussion of why she
chose to work in a voluntary organisation rathantfor a statutory organisation:

| felt that the voluntary sector gave me that fteiitly because. . . in the
voluntary sector, back then, you evaluated evemgtim a very different way.
You had the flexibility to decide how you were ggito evaluate a project,
you. . . got the ability to work with young people,fundraise for what they
wanted to do, all of which I didn’t think I'd geftliwent into statutory youth
work. | also. . . didn’t just want to work in aneing [ . . . ] There wasn’t
that many roles around in the statutory sector lieedy the time you get to
be full-time you were managing services, and thadswhere | wanted to be
then, | wanted to be that hands on. . . but witlvearking five nights a week.
And | felt that the voluntary sector gave me muadrerflexibility, and when
you sort of weigh up. . . for me, the salary in Wioduntary sector was lower
... but the job satisfaction was higher, becausegot to spend much more
time with young people, and in felt much more M1 were in control of
your own self-direction.
In the voluntary sector there is more opporturotyake on active roles. The
narratives suggest that there is greater freeddorge your own path within the
sector, to choose the projects and groups you watk(within reason), and find the
funding to do so. In the public and private sethis level of autonomy and self-
direction is perhaps only available to those in agamial positions. In voluntary
organisations ordinary workers seem to have mategendence and responsibility

without the demands associated with more seniesrol

Voluntary organisations are often regarded as hahtdy creative’ and ‘responsive to
change and able to translate innovative ideasaation quickly’ (Schwabenland,
2006: 105). Indeed, there seemed to be a univagsaément within the
interviewees’ accounts that the voluntary sectsteied a particularly creative
environment. Kerry discussed how the voluntary@etdts you be kind of
innovative, to be able to. . . create things antidbened to within your organisation,
flexibility. . . those are the major things. . Ifieg people and doing your bit’. The
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participants felt that the lack of structure andividualism of the sector encouraged
them to take more creative approaches to meetmgceaisers’ needs:

| find the voluntary sector. . . obviously it depsnwhere you work and what
kind of management structure you’re under, butnier | think the voluntary
sector gives you more freedom, more creativehe kind of person that | am
and the way | work as an individual, | found womnktihe voluntary sector
suits my style of work better than statutory (Fipna

| really get the feeling that | don’t want to wdik the statutory sector at any
point, I think there’s creativity as well in theluatary sector, a lot more,
there’s that direct link to your communities, te ttause or the people that
you want to work with, there’s less bureaucracthalgh there is more at the
moment than there was. There is less money, anéryow | have looked at
a few different posts and | know doing the samel kiwork that I'm doing
now in the statutory sector | could be getting atmeefive or six grand a year
which wouldn’t go amiss! [laughs] But | can imagiieeling my shoulders
round my ears. . . just comfort at being. . . I'td&now, forced down a tube
on some level, forced to do. . . not forced, bwimg limited ability. At the
moment | can manage my team fantastically and ¢haeycome up with an
idea and it takes half a day and that idea carppeoaed and it can happen
.. . Just the stifling nature of various bureawtea which are much more
there within the statutory sector, would stifle (Rean).

Fiona and Fran both argued that the structure lointary organisations suited their
personalities and enabled their creativity. Thethlagreed that this creativity would
be stifled within the ‘bureaucratic’ and ‘rigid’ plic sector. Again, the issue of
salary was raised in Fran’s narrative, suggeshagthe freedom, autonomy and
creativity attached to voluntary-sector work comas a financial penalty, and this
was an aspect that the participants had to cortezrics with.

The small size of voluntary organisations meanswhakers often have multiple
roles within them. Louise discussed this in somglidearguing that the opposite was
often true within the public sector:

When you go into the voluntary sector and you dglang, you end up
doing loads and loads of different roles and j@los] you wear different hats
all the time. Whereas in the council, in my expece you have one
particular job and it was really kind of like quitarrow and somebody else
did something which was very, very similar and lot®verlaps but theirs is
that narrow bit as well. And that's how | saw fts ilike lots and lots of slices,
but all overlapping, and actually you could hav& jubad one person doing a
lot more than what they were doing. It's quite retging. But in the
voluntary sector, you have all the slices, and g@dboing it all.
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The ability to inhabit multiple roles was viewed imypst of my participants as a
distinct advantage of the sector, allowing thenrmaewere autonomy and offering
them further opportunities to develop skills andwkiedge. Others, like Rebecca,
whilst acknowledging how difficult the bureaucramystatutory organisations made
some aspects of work, appreciated the supportatexf. Rebecca called her return to
the public sector after her burnout ‘amazing’ pabicause there was less financial
pressure but also because she had less persqnahséslity:

[In the public sector] we’ve got a finance depammeve’ve got an HR
department, they’'ve got a communications departpadithese people. . . it
meant you couldn’t ever get anything done becaus®k too long. But there
was all this support there, people with speciaksts, so you didn’'t need to
muddle through and do the research and stuff yduidenking about HR. . .
at the [community centre] you'd have to do all tasearch before you got
yourself a policy together, you know, copy and paher people’s that are
similar, and think how does that relate to us?li’ye got a HR department,
you just say ‘oh can you do me their maternityoh yeah, there it is’
fantastic. So it meant that you could focus on yspecific bit of the job
really. So | found it difficult to readjust becaus&as weird. . . having, not
knowing everything, whereas previously, becauseaitsmall organisation
you know everything whether you're in charge adrinot, people tend to
know what’'s going on with everybody else. But wh@moved to the local
authority, you've just got a small, tiny little pe, erm. . . and you don’t
always know where it connects to things. So it f@easnore relaxed, which |
wasn't really expecting, far more relaxed, but worg. . . | never really got
to grips with not knowing the whole organisation.

Whilst Rebecca was disconcerted by the distinet dolision and lack of self-
sufficiency within the statutory organisation, she find working there a more
relaxing experience. Interestingly, Rebecca regdithe voluntary sector after a
couple of years, but indicated in the interviewt tstze might switch sectors again in
the future. This suggests that although the straaund ethos of voluntary
organisations encourages an atmosphere of freeddrawdonomy, it can become

difficult to perform multiple roles long-term.
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Job Insecurity and Risk

Rubery and Grimshaw (2001) defined ‘job protectias’one of the key factors
contributing to perceived job quality. On the fadet, the voluntary sector, with its
insecure funding streams and propensity towardd-$&wn contracts, offers little
job protection. In 2011, 89% of voluntary sectorpdoyees were on permanent
contracts, compared to 95% and 92% in private adigpsectors (NCVO, 2013b:
n.p.). Most of the women | interviewed had permampasitions within their
organisations, but the futures of the organisattbemselves were uncertain.
Amanda discussed the professional and personaicatipins of this insecurity:

| think it's really hard to plan for the futurep¥’ sure you'll hear this many
times from different people, and that’s. . . as mas | say people get used to
kind of that you're only here for a year and thew yope for the best kind of
thing, and you work in the hope that you'll carry. 8ut | do think it's a
really unfair way to be. | think. . . even thre@ege years is great because it
gives you time to plan, time to prove that someaghiorks, and a lot of
funders will fund a start-up thing but won’t functantinuation, and that's
really difficult because it’s like we put all thégfort into this, and we know
this works but you want us to try and do sometlalsg just for the. . . why
don’t you want to fund our work? So | think it hésown stresses that are
different, you know, and the stress of a) not kmmwou've got a job, b)
those relationships could be really difficult, e@nty in terms of groups who
say they don’t know who the commissioners are ov tooget to them. . .
And, you know, the amount of notice that peoplegwen as well, when
you're made redundant by the council, for examybel, generally have a
consultation period and then your redundancy anth@lrest of it, in the
voluntary sector the commissioners tend to leavg#hto the last minute
although there’s a compact that says they havestotgree months’ notice
... it's right up to the wire, so actually youadi, if you're the only person
working on the project, you'll be having to windegything up, not have a
job, but have no time to look for job because ifi yeere working in the
council you can probably get away with having sdime to look for another
job.

All the interviewees agreed that job security wesdne area where the public sector
had the edge over the voluntary sector. In the pastic-sector jobs have been
regarded as relatively fixed, ‘safe’ jobs, moreuiased from labour market shocks
(Clark and Postel-Vinay, 2008). Although most vaarg organisations try to mirror
statutory employment conditions, they cannot, @ugize and funding constraints,

offer the same kind of security and benefits. Hosvethis particular distinction
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between the voluntary and public may have been atiateeroded by the global
recession that began in 2008. For example, Rasesi@e of a local umbrella
charity, discussed the problems with employmentgaton in the voluntary sector,
but lamented the increasing lack of security inghbblic sector as well:

They seem to take more of a gamble | think arogsdds of employment in
the voluntary sector. That's the bit | don't likeaat it, but like | say, in my
experience at the moment, over the past three geasin the NHS, |
haven’t seen anywhere where anybody’s job | saflyrdt’s really sad.
I will discuss the impact of the economic and podit climate on both the voluntary
and public sector further in the next chapter,ibistimportant to note that job

insecurity is increasingly ubiquitous across afitees.

The risks associated with working in the voluntsegtor extend to employees’ long-
term financial security. Even though pension cditions are now relatively
generous, it took some time for voluntary orgamises to catch up with the public
sector in this respect and there is some concemtdbe voluntary sector pensions’
‘timebomb’ whereby ‘many of the sector's pensionesnes combined with poor
investment returns, low interest rates and greatmber longevity, [have] pushed
some scheme liabilities to unmanageably high léyétmes, 2013, n.p.).
Furthermore, the organisations’ social aims andtrezall volatility of the sector
may make workers less inclined to take out pensabremes. Kathleen, now retired,
had worked at the same charity for twenty-threags/bat had only contributed for
SiX:
| think | didn’t take a pension out until my lagt gears at the [organisation
name] [laughs] by which time | was in my fifties.[.] | mean there were
some weeks where we didn’t know if we were goingdbpaid, never mind
thinking about a pension. There were many, manggimhen we took a cut
in our salaries just to keep the place going.
That Kathleen and her colleagues could put theiteliide goals of their organisation
before their own needs and security fits with avemtional idea of what women
want and expect from work. When discussing jolbs&attion, women often prioritise
social rewards over job security, including pensidorhis partly accounts for why
women are less financially prepared for retirenteab men (Barnes and Parry:

2004). The voluntary sector, with its predominaféisnale workforce, its focus on

164



social rewards rather than financial ones and d@sead hocapproach towards job
protection, perhaps preserves this delineation&stwvomen’s and men’s

employment, and reinforces different work priostend expectations.

It is interesting to examine how the participargaltiwith the job insecurity they
faced. When | asked Amanda if she could cope withipsecurity, she responded:

Not always, if 'm completely honest. | know lashé when the re-
commissioning support went on two summers agowandere providing
support to groups, workshops on how to make thedagof your
applications and that kind of things, and we warthat same pot with those
people in getting through it. And | actually dotiitnk | stopped and thought
about the fact that | wouldn’t have a job, not hesgal believed | would have
a job, but because | spent so much time worryirayabverybody else
[laughs] and trying to be calm for all the otheoyps, that it was actually,
suddenly, when we found out we were re-commissidineds like ‘oh,

we’ve got a job, brilliant, great’. Actually | thinl was quite stressed that |
might not have had a job but | never actually satrdand went *how the hell
am | going to pay my mortgage?’ [. . . ] There’siniéely times when it's
really stressful working in this field, and | thifikance is the big bit of it, not
knowing if you've got a job and. . . and | guessdkof. . . it's not been too
bad previously when contracts have run out butimezaf the current
economy, it is a bit like if we haven't got re-conssioned last time, would
there have been jobs? Whereas before there wagsathat thing that we'd
find something somewhere, yeah. | guess I'm luckthat my partner has a
relatively stable job, hopefully, so at least wegat a wage coming in and
I'd wait on tables, I'd do whatever, do a cleanjoly just to get a bit of extra
money in if needs be. So yeah maybe that is a paligpthing. But not
everybody has that, single-income families donitenthat element like us.

Amanda described the anxiousness she felt whejolhevas in jeopardy. It was not
something she thought about all the time, but adtewas an underlying strain.
Interestingly, she discussed what she would dbeflest her job, explaining that, if
necessary, her partner could financially support Inethe event, she would be
prepared to take any job she could to supplemendlisehold income. Here,
Amanda positions herself as working in a more insgcand possibly disposable,

job compared to her (male) partner’'s more stalideqoodelling a traditional male-
as-breadwinner arrangement.

Amanda acknowledged that not every worker in tloéosdnad the support she had,

identifying single-income families as particulavylnerable to the sector’s
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insecurity. Yet the lone parents that | intervievdsdi not appear to be more worried
about job security than those with partner suppothose without children. For
example, Fahmida, whilst recognising the insecwitlyer organisation, appeared to
be quite relaxed about it:

It's that insecurity sometimes as well, and a fahe time when funding
comes through it is only fixed-term so you neverehthat ‘well this is a job
for life’ because, you know, if the money’s run dilie money’s run out.
You're just constantly looking. . . | mean, I'vesjubeen very, very lucky here
that I've been here for five years and we’ve had o of funding that ran
out and another one came in straightaway and weedaon [. . . ] | think it is
that in the voluntary sector, it's just never thaturity. . . of having that
‘yeah, I've got a job for life’, because next y@anight not have [laughs].

Fahmida declared that if her organisation did ruhad money and she lost her job,
she would be prepared to work unpaid: ‘I know isonally, if I've no other job,
rather than being sat at home, I'd still end up icgnand still doing something’. This
seemingly casual attitude to job security, disptblyg Fahmida and others, can be
explained by a number of factors. The first is théd was a hypothetical situation;
they had not encountered the reality of job logsayel felt that ‘luck’ was on their
side. Although they knew their organisations hadggled, there was an expectation
of resilience. Amanda suggested that this mighgdyeeived as a kind of
‘arrogance’, indicating that certain personalitgeg were more able to cope with this
insecurity. | certainly found that for some of iheerviewees, the instability of the
voluntary sector corresponded to their own desiresexpectations of work. Laura,
for instance, explained why she had chosen to epofig so frequently:

B: It seems like you've moved around from job tb jo quite a short space
of time, do you think that’s the pattern of workiimgthe voluntary sector, is
that you move around quite a bit?

L: Yeah, especially for the environmental voluntaegtor stuff, in my
experience anyway. Also, | think it's just me, L gebit restless and tire quite
easily of things, and | think I'm too critical azly | see. . . yeah. Not that
I'm perfect, far from it, sometimes I've left becaul've felt not right for the
job, and other times. . . quite a lot of the time lbeen because it's temporary
contracts [. . . ] I think the opportunities in th@untary sector just seem
more interesting to me as well, | guess it's acle@tive thinking and
interesting positions are available in the voluptector. Because | know |
got bored very easily, | wouldn’t stay in an offjod, | would just go crazy.
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The voluntary sector perhaps attracts those whda avamore varied work experience
and are less adverse to risk. At the same timegdhstant movement within the
sector, the fluidity of roles and organisationsyrabso reduce perceptions, and

perhaps the reality, of job insecurity.

Another explanation for voluntary sector employamsual attitude towards job
security is a belief that the state will take cafr¢hem. None of the participants
discussed the prospect of unemployment or livingpemefits in any depth, but a
number of my participants had been in this posibefore, and although it was never
presented as ideal it was not an alien conceptk@lad Postel-Vinay (2009) found
that perceived job security in non-public sectdrsjas higher in countries with more
generous unemployment benefits. The state caraatsas a safety net for voluntary-
sector workers in a different way. Several of thtenviewees, particularly those who
had already been ‘sector switchers’, viewed a caneihe statutory sector as a fall-
back in case they ended up losing their jobs invtientary sector:

| think in this current climate | think no mattehere, in any work there’s
that lack of safety, there’s a lot of instabilitydainsecurity. But generally, |
have always felt quite secure, | always knew hawglmy funding was for
my particular post, | knew my job here at [orgati®g was a permanent
post for as long as they could have funding, | kitemasn’t time limited as
in ‘we’re going to employ you for eighteen montmsldahat’s it’. Unlike
some of my colleagues here | have a social workfaaion so if the worst
came to the worst and we could no longer get fupbeyond next March,
then | could sign up to social work agencies artd\gek elsewhere [. . . ]I'm
not too worried at the moment, but | think maybthé end of the year comes
and we’re thinking ‘okay, funding is looking a ldibdgy, better start looking
for a job’ and jobs are very hard to come by ndwat iight be a different
story (Fiona).

Fiona’s narrative does point to a general changehirsecurity, with the implication

that the state can no longer act as a safety net.

| predicted that the research participants woudshidly job insecurity as the major
disadvantage of working in the voluntary sectostéad, | found that whilst it was
seen as an issue, it was something that, on thieewthey had learnt to live with. Job
insecurity is a common feature of women'’s work tipafarly if it is low paid and

low status (Rowe and Sniznek, 1995; Bradley, 1988mpared to men, women
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often have more transient employment patterns aarairesult, the prospect of
changing jobs and undergoing periods of unemploynsesomething that women
may be more accustomed to. Dependency on parfaerdy or the state may also be
something that is a more acceptable for women, dubge ability to access this
support is not there. Voluntary-sector work, withinherent insecurity, corresponds
to the reality of many women’s working lives, whiso reinforcing some of the
problems women face in employment. Furthermorewhen | interviewed had
started work in the voluntary sector during a tioh@xpansion and prosperity. They
were aware that job insecurity was a feature afintary-sector work, but most had
not yet experienced it first-hand. The effectshaf hew economic and political
environment might make job insecurity within thetee more acute and harder to

live with.

Conclusion

Rubery and Grimshaw (2001) grouped the key comgsranob quality into three
themes: ‘employment relations and employment ptatectime and work
autonomy, and skills and careers’. In this chapteve used these themes as the
basis for discussion, expanding them to includenelds such as accessibility and
burnout and the impact of working in small, lessr&ichical organisations. The
participants in this study were largely optimistlwout the quality of employment in
the voluntary sector, valuing its strengths androfjlossing over its weaknesses.
They prioritised the things the sector did well:@oyment relations (trust and
communication), time (e.g. work-life balance) amticaomy. They were less
concerned with some of the negative aspects ohtaty-sector work such as pay,
job security and career progression. Their attgudenvork and determinants of ‘job
quality’ were in line with gendered norms and expgans of what women want
from work (Clark, 1997).

The ways that work in the voluntary sector is dnted, managed and its outcomes
assessed are more suited to the realities of manyew’s lives. The availability of

part-time work, as well as the formal and inforriekibility in voluntary
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organisations, can make women'’s lives consideraasyer, especially if they have
children. For those that have had time out of workchildcare, it seems that the
voluntary sector is more accessible and open twitety people who have had less
traditional work and educational experiences. Tiiitgal accessibility is further
boosted by a commitment to training and personatld@ment. The flatter
hierarchies of small-to-medium-sized organisaticenrs benefit women who do not
wish to climb the career ladder, and instead wamaintain a good work/life
balance whilst holding down a decent job. The ssia# and flatness of
organisations enables better communication betwelgagues, and between
managers and their staff, breaking down hierartiaaiers. Cutting out levels of
bureaucracy means that ordinary workers have dagreense of freedom and
autonomy than they do in the public sector, and@ortunity to be more creative.
For those who do want to progress in the sectoeecalevelopment is complicated.
Movement is more sideways than upwards, progrese moremental, and there is
the potential for burnout in senior posts. Yetiloa-linear trajectory of a career in
the voluntary sector may be more typical of womeaxXperience of work and there is
less vertical gender segregation than in otheosgciob insecurity was identified as
an issue, but the adaptability of the sector, &edluidity of work within it, could

counteract some of its effects.

Many of the conditions | have outlined stem frora tloluntary sector’s informality
and lack of job definition (e.g. the performancarafltiple roles). Traditionally,
women’s work has been less defined and its outconmes difficult to measure, in
comparison to men’s work (Hearn, 1987). This magoaat for the sector’s
popularity with women and explain why men do nakseork in the sector in equal
numbers. Men may be more inclined to occupy pogts more clearly defined
outcomes and delimited hours, following a more stdal work model. Similarly,
the notion of a male-breadwinner, although lessviaait today, is still
psychologically significant for men in determinitigeir work choices, heightening
their fear of unemployment (Forret et al., 2010) Women, the informality of work
in the sector enables work to become less distamgui from other parts of their

lives. As | have shown, this means that they cawdpg committed and work
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overtime, and on the other hand, this means thét wem be more easily dropped
when personal crises occur. This is beneficialfomen on one level, but it also
means that their work can be regarded as dispobgtiteose within and without the

sector, contributing to its lower status.

Overall, the working environments of voluntary angsations do appear to be more
suited to women’s lifestyles and work prioritiesowkver, some of the factors which
make work in the voluntary sector accessible andageable for women may also
perpetuate and reinforce the marginal status of evosnwork. The sector’s low
wages and relative job insecurity (both in the shad in the long term) fit with a
standard model of women’s employment, as low stamaksdisposable. The way that
the voluntary sector has developed over the lagy tyears, shaped in part by the
needs, expectations and experiences of its fentaterdted workforce, undoubtedly
has many advantages for the women working withii, inut may also be

contributing to the continuing ghettoisation of wems work.
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CHAPTER 5.VOLUNTARY SECTOR CHANGES 1978-2012

In the literature review, | traced the voluntargtee's transition over the last forty
years from a disparate group of small, relativelytsider’ organisations, to a more
integrated and mainstream ‘third’ sector. The espanof the voluntary sector in

this period, its increased potential to attractegament money as well as changes in
legislation affecting charities, pushed organisaimto becoming more professional
and accountable. More recently, economic and palitonditions have brought
about changes in the way the sector is fundedilaaré has been an increased focus
on sustainability and continued calls for partngrstith the public and private
sectors (Taylor et al., 1995; Deakin, 1995; Russeadl Scott, 1997; Lewis, 1999;
Harris et al., 2001; Kendall, 2003). In this chapteill discuss these processes in
further depth, and, perhaps more significantlyneix@ how these developments

have affected the voluntary-sector workforce andkpiace culture.

The chapter is divided into two main sections, Wibduy Sector Changes 1978-2008
and Voluntary Sector Changes since 2008. My arsstsirts at around 1978, the
year of the Wolfenden Committee’s repdhe Future of Voluntary Organisations
The publication of this influential report, whiclhdught the activities of a growing
voluntary sector into sharper focus and closelyr@rad its relationship with the
state, coincides with the time that the more exgpe@d women | interviewed began
to get involved in the voluntary sector, e.g. SdyirIKathleen, Suzie and Claire.
However, the main focus of my analysis will be pegiod from 1997 (the start of the
New Labour governments) to 2012. This era witnesseapid growth in the
voluntary sector and its move towards becoming @inplicy player and provider
of social services. It was during this period thiathe interviewees were engaged in
voluntary-sector work of some description, and wadyke to comment on these

changes from personal experience.

| conducted the interviews in 2012, four yearsrafte start of the global financial
crisis in 2008 and two years after the electioa Qfonservative-led government in
2010. The effects of public sector cuts and otlstexity measures were not yet
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certain in 2012 and a number of the women | inearéd were unsure about the
future of their organisations. | shall thereforsadiss workers’ perceptions of change
within the voluntary sector between 2008 and 2@1#, reflect on the long-term

repercussions of the political and economic denssjaost 2008.

Building on the last two chapters’ discussions @ivland why women enter into
paid and unpaid work in the voluntary sector arartexperience of this work, this
chapter will examine the specific impact of congdwoluntary sector changes on its

female-dominated workforce.

Voluntary Sector Changes 1978-2008

The ‘Invention’ of the Voluntary Sector

Since the 1970s, the UK voluntary sector’s stahgsramit has grown significantly.

A major contributing factor has been increasingaggament interest in voluntary
organisations. Consecutive governments, informed bgoliberal perspective, have
viewed voluntary organisations as a method of gliog welfare and other services
outside statutory bodies, so-called ‘welfare plisral (Halfpenny and Reid, 2002).
As early as 1973, the Voluntary Services Unit (VSIds established by Ted Heath’s
government with three main functions: ‘to make ¢gdo certain voluntary
organisations; to co-ordinate and develop Governmpelicy towards the voluntary
sector as a whole; and to take initiatives to eragel voluntary effort in the
community’ (Raison, 1980: 1660; Brenton, 1985).sTimit has retained its place in
central government, although it has undergone aémame changes in recent years:
the Active Community Unit (2001), the Office of thaird Sector (2006) and the
Office for Civil Society (2010) (Alcock and Kendaf#010). It was also during the
1970s when central government grants to volunteggmsations rose significantly,
from 19.2 million in 1974/75, to 28.0 million in I8/76, to 35.4 million in 1976/77
(Wolfenden Committee, 1978; 255-6 Finlayson, 12R). Yet the real ‘invention’
of the UK voluntary sector came with the publicataf the Wolfenden Committee’s

report onThe Future of Voluntary Organisations 1978 (Rochester, 2013). The
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report can be read as a reaction to the stagnanbtetc climate of Britain in 1978,
when an increase in government expenditure on @8blvices was looking
improbable and unpopular. The committee predictddip spending on the welfare
state over the next twenty-five years would be im&dgrow as rapidly as it had
done since 1945, but acknowledged that there woellcontinued demand for its
expansion (Wolfenden Committee, 1978: 74). To ni@etdemand, the report
proposed ‘the development of a new long-term gisatby a new examination of the
potential contributions of the statutory, voluntaryd informal sectors, and their
interrelationship’ in order to recognise the cdmition ‘which voluntary
organisations, both corporately and individualkg i the position to make’
(Wolfenden Committee, 1978: 74). The Wolfenden Repas crucial to the
emergence and development of this new sector,idgffor the first time what it was
and what it could do (Rochester, 2013). Accordmélarris et al. (2001: 2-3) it was
this shift which brought about real change in treywelfare provision was
conceived:

The ‘invention’ of the voluntary sector in the 1878lso provided one of the
intellectual segues into the radical social welf@f@rm seen in the UK in the
1980s and 1990s. Once welfare services were caralesgtd as occurring in
different sectors. . . ‘welfare pluralism’ coulptace ‘welfare statism’ as a
plank of social policy.
Voluntary organisations would become more and roergral in the delivery of
welfare services during the Conservative governmehfi979-1997, but this
development did not happen exactly in the way tledf$vidden Committee had
imagined. Under Margaret Thatcher’'s governmentgetieere repeated suggestions
that the voluntary sector should take over somesdirthe statutory services as a
cheaper and more effective alternative, and govemmrants to charities did
increase significantly in this period, from £93 lioih in 1979/80 to £293 million in
1987/8 (Brenton, 1985: 143-7; Prochaska, 2005), ¥eProchaska argues, these
grants were very selective, and the ‘cuts imposelbcal government reduced the
money available for local institutions’, making thector increasingly centralised and

state-controlled (Prochaska, 2006: 162).
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As the voluntary sector grew, it began to receiarattention. Voluntary sector
studies emerged as a field of research within usittes during the 1980s,
expanding in the 1990s. The sector itself turnedatds self-improvement, as
organisations engaged in sector-specific managetraning, workforce
development programmes (Rochester, 2013: 50).@érisd also witnessed the rise
of the voluntary sector career. This was in large gue to the growth in government
investment, making ‘voluntary’ work a more viabledestable financial option. The
political situation may have also pushed people wbrk in the voluntary sector.
Lewis (2008), who analysed the life histories afiurduals who had repeatedly
crossed the boundaries between the public andl*théctor, found that many who
had begun careers in the 1970s in statutory saied and planning (seen as
‘desirable places to work for people with left-artre or community-based
politics’) changed course after 1979 when

it became clear that Conservative politics was radaet, that such people
moved into the third sector as a refuge from thenge of political leadership
or, in the case of councils that remained Laboutrotied, an exit from an
increasingly constrained wider policy climate ie fhublic sector, and into a
location from which to contest it (Lewis, 2008: 567
The voluntary sector was not only a growing posisytiior those who wanted to
pursue a career in welfare, it was also increagiagilace from which to challenge

government policy and reform.

The early 1990s saw some significant legislativengfes which increased the scope
of voluntary organisations, reflecting their grogimportance. The NHS and
Community Care Act passed in 1990 allowed, forfittst time, the contracting out

of community care to voluntary organisations andagte agencies (Home Office,
1990a). In April 1990, the Home Office publishgfliciency Scrutiny of Government
Funding of the Voluntary Sector: Profiting from tRartnership which advocated a
more rigorous funding approach, where funding wasenclosely aligned to policy
objectives and subject to more regular reviews (Bl@ffice, 1990b; Hilton et al,
2013: 206) The Charities Acts in 1992 and 1993 gave the valyntector’'s main
regulating body, The Charity Commission, more p@ypartly to curb the abuses of

charitable status and bad governance within thsadithin this period of greater
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scrutiny, the number of registered charities reee1f98,000 in 1991 to 169,000 in
2004 (Halfpenny and Reid, 2002; Haugh and Kits®@®72 977).

In was not just government interest in the voluntector which propelled it
forward, the general public’s attitude to charigdbeen changing too. The 1980s
had seen the emergence of several high profiletglempaigns, often linked to
celebrity, such as Live-Aid and Comic-RelféfThese were big campaigns, both
nationally and internationally, which focussed paiity on raising relatively small
donations from a large section of the populatidmsTvas seen as the beginning of
an ‘arm’s-length’ approach to charity in societyhete the public contributed
predominantly through donations, leaving it to fmfessionals’, those in the
voluntary sector, to utilise their money effectiw@Prochaska, 2006). The
introduction of the National Lottery in 1994, wighproportion of its revenue allotted
to ‘Good Causes’, was also part of this change,imgagharity and charity
professionals more visible in the UK. Between 1884 2011, the National Lottery
gave 27 billion pounds to ‘Good Causes’, with tluntary sector receiving around
32% of this (NCVO, 2012a).

Rochester (2013) suggests that the ‘inventionhefitoluntary sector was completed
by the publication of the ‘Deakin Report’ (the refpaf the Commission on the
Future of the Voluntary Sector) in 1996 and Newduats uptake of its analysis
when the party came into power in 1997 Deakin &ed\ew Labour Government
further promoted the idea of a partnership betwbervoluntary sector and the state,
cementing it with a series of ‘Compacts’ acrossl&nd, Wales, Scotland and
Northern Ireland (Deakin Commission, 1996; Laboarty? 1997). At a national
level, voluntary sector bodies and the VSU becaragernmtegrated into central

government, and at a local level, local authoritiese encouraged to form compacts

2 Live Aid was a benefit concert which took placel@th July 1985 in two different locations,
London and Philadelphia, and was broadcast livesatallite all over the world. The concert, which
featured bands and artists such as Bob Dylan, Qae¢avid Bowie, was organised to raise money
for victims of famine in the Horn of Africa (Davig013). Comic Relief was established in 1985 and
fundraises through two big campaigns: Red NosedbalySports Relief. Comic Relief holds an
annual television event featuring popular enteenactors and musicicians. Its primary aims are
around tackling poverty and social injustice in th¢ and the rest of the world (Comic Relief, 2014).
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with voluntary-sector organisations in their arBac¢hester, 2013: 48-9) Through
this, the voluntary sector was effectively mainstned and aligned with the
governmental policy agenda (Kendall, 2003). Govemninspending on the voluntary
sector continued to increase under New Labour; &&tw1997 and 2009 spending
doubled to £11 billion per year (Davies, 2011: 643)is had a direct impact on the
size of the voluntary sector’s paid workforce, whincreased by 40% between 2001
and 2010 (NCVO, 2012b). During New Labour’s timeoffice the notion of a

‘mixed economy of welfare’ was both preserved andured, and voluntary sector

growth received almost unequivocal support.

The interviewees who had been involved in the vialgnsector since its ‘invention’
largely focused on the impact of the increasedifdnd how it changed the
organisations they worked for. Kathleen, who fatstrted in the voluntary sector in
the 1970s in a women'’s refuge and had continue#&ingin voluntary organisations
until her retirement (and after, through volunteg)j was the clearest about how the
sector had developed:

In the nineties, that's when the voluntary sectothey just poured money
into the voluntary sector, because of the stateetountry, wasn't it? Like,
the [organisation] got a couple of National Lottaryards, there was
government contracts, and it went from beingl think there were only
about a dozen staff when | first started there8@ Bleft in about 2004, and
there were over a hundred staff, so it just musexsh and all that happened
in the nineties. So it was like the cutting edgéhie seventies, just broadly
speaking, a centre of learning, a real learninggeagpce in the eighties, and
then it all sort of came together in the ninetiesonly for it to crumble away
with the 2% century!
This transition of a sector from the ‘cutting edgethe 1970s, to a centre of learning
and adjustment in the 1980s, to a place of aburedanthe 1990s, corresponds to the
picture of voluntary sector development paintethmliterature quoted above. Suzie
also pinpointed the late 1990s as a turning paintife sector, ‘when everybody got
so excited when we got a bit of funding for somaghi Kathleen contrasts her
organisation’s ‘very hand-to-mouth existence’ ia #880s and early 1990s when she
and other workers ‘took cuts in our salaries jaodtéep the place going’ to the

‘richer’ late 1990s where, for the first time, stwuld think about contributing to a
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pension scheme. These accounts offer some insigghhow the proliferation of the

voluntary sector was experienced by its workforce.

The women | interviewed mostly worked in mediumesiorganisations which tend
to attract more government income than small oronacganisations (NCVO,
2014g). Similarly, government spending on voluntanyanisations over the last
three decades has largely been focussed on theiargaich my interviewees
worked: social services, health, employment, hauaimd education (NCVO,

2014g). As a result, the type and size of the asgaions | have focused on were
likely to have been more affected by increased gouent spending and benefitted
from new streams of funding such as the Nationdely’® and European Union. It

is also important to consider the location of mge@ch when examining voluntary
sector expansion. Clark et al. (2009: 30) found stetutory funding represents more
than half of the sector’s income in Yorkshire and Humber (and the East Midlands
and Wales), whereas nationally contracts and gfemts government bodies
generate around a third of the sector’s income (RC2014h). This varied reliance
on government money could be the result of regidifedrences in deprivation
levels. Several participants discussed that beiogtéd in Bradford specifically

could be beneficial for organisations in termstifagting grants and contracts. For
example, Shirley suggested that in the past shiel @ways get government grants if

she ‘jumped high enough’ because ‘we’re in thetraglea’.

Bradford, with its myriad of social and economiolplems including industrial
decline, high unemployment and low health outcorhas,been regarded as an area
in need of ‘regeneration’, and since the 1990a# Ibeen the location of several
large-scale regeneration initiatives, which somthefwomen | interviewed had been
directly involved with. Shirley discussed applyifog and obtaining the City
Challenge Fund, describing it as ‘one of the fioss of [government] money that
came in’. The City Challenge Fund was introduceii981 by Michael Heseltine, the

then Secretary of State for the Environment, ansl @evisaged as a more ‘integrated

% |n reality, National Lottery sources only makelup% of the sector’s overall income (NCVO,
2012a).
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approach to social and economic problems’, givirmggarcontrol to local authorities
to decide how the fund was spent (Oatley and M8991199). The fund then
evolved into the Single Regeneration Budget (SRB)394, which Christine
received in order to set up her arts-based chiaritiye late 1990s. Christine’s SRB
funding was then matched by the European RegioaaéDpment Fund, which was
first established in 1975 and which works to revareas lagging behind in their
development’ such as Bradford (Bovis, 2010: 91YisEime’s organisation could not
have emerged when and how it did without this itipecof cash:

One of the things that’s really interesting, | thiabout this work is,
organisations a) evolve out of a need, and thaisisric, so it was you know,
there were a certain set of conditions presentrad®rd, and then there was
a historic opportunity which was the emergencéhef3ingle Regeneration
Budget and the European structural funds and salygn needs to funds
available, and then you can get some activity.

Bradford’s diverse population adds another dimensamd the riots of 1995 and
2001 in particular sparked questions about howadglé racial tensions through
community projects (Ouseley, 2001; McGhee, 2008gfran et al., 2008). Natalie
summarised some of the factors which had made tanyiorganisations in Bradford
a focus for funding:

| think it does have some of the poorest wardsidetsf London. It does still
have stigma attached to it in terms of the riots,dgople remember. . . and
especially if you talk about the multi faith wotkat’s still up there, you
know, anything to do with that. And also in ternigopulation, Bradford has
got, for me, an unusual mix of transient populaian that makes it easy to
fundraise for because you've got lots of areasutget and saying that you're
looking at community cohesion, you're looking atlots of things that the
government are. . . not necessarily doing anythlmgut, but talking lots
about, the ‘big society’, the getting everybodyalwed. . . mixing the
genders, mixing the ages, mixing the ethnicitiesve’ve got all that on our
doorstep. We are right there, right in the centri¢. &o yeah, | think that’s
one if the reasons why Bradford attracts the fugdstill. | think the further
away we get from the riots, the less that will hepgdut we're still. . . ten
years on and it's still happening.

Kathleen suggested that this increased capaciititact funding had some negative
implications, and some voluntary organisations iadBord had become too

concerned with attracting funding:

Towards the end, it becammeconcerned with getting money in, and getting
contracts in from the government, the governmemewyest flooding. . . you
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know, the first real height of youth unemploymetat eand it was after the

riots as well, of course.
The 2001 Bradford riots took place just before September 1 attacks in New
York, which raised fears about Muslim extremisnd,aollowing the 2005 London
bombings, home-grown terrorism. Bradford has a ipigiportion of Muslims within
its population and as a result, it became a tdogehany of the subsequent counter-
terrorism measures, most significantly the ‘Prevagend&”. Part of the ‘Prevent’
agenda was to commission public and voluntary asgéinns to promote
community cohesion and work specifically with youvigslim men to prevent
extremism (Thomas, 2009). This involved sizeablewams of funding. Natalie
noted that in 2008, her organisation secured aacifrom the Home Office for
work around the Prevent agenda which pushed it &iésmall to medium charity to
a charity with a turnover of over a million poundghis demonstrates the
transformative effect new streams of governmenteyaould have on local
voluntary organisations if their activities wer@tight to be in line with current
policy and they were able to interact with thehtiggroups. The voluntary sector’s
expansion occurred at a national level, but it widedly had a greater impact in
some areas than in others. Bradford, with its cempkt of issues, was, and is, one
of these areas. The effects of voluntary sectonvtirmver the past twenty years,

have, as a consequence, been more pronounced.

Within the context of voluntary sector expansioaréhwas also an important shift in
the way governments funded organisations. Thisth@snove from grant-aid to
contracting/commissioning which began in the ea€l90s, initiating a ‘contract
culture’ whereby ‘the state, acting on behalf offbtmxpayers and service users,
would design, organise and purchase services lmsddtailed service
specifications’ (Macmillan, 2010: 5). Russell anmb® (1997: 2) suggest that the rise

of the ‘contract culture’ fundamentally changed tia¢ure of the sector, pushing its

4 prevent is part of CONTEST, the UK government'srier-terrorism strategy launched in 2003,
and is largely focused on preventing Muslim extsamin the UK and abroad. Since 2006 (after the
July 2005 bombings in London) the Prevent agendafurdher developed and responsibility for its
implementation was given to the Department for L&avernment and Communities, who funded
local and regional projects around community care¢Communities and Local Government
Committee, 2010).

179



workers into a ‘narrower service-oriented roles amdanagerial environment’. This
change was, on the whole, regarded by the intergevas damaging to the purpose
and work of voluntary organisations, creating anagphere of competition and
insecurity. Angela described the shift from hergpexctive of a chief executive at a
youth charity in the 1990s/early 2000s:

But all them years that | was. . . you were cortigiutting bids into
Bradford Council, and there were a lot of time vehgrants to voluntary
organisations from Bradford Council. . . if you diddo anything wrong, you
just knew it would be there year on year. Then ttayted doing much more
stringent performance indicators and stuff liket thi@en cutting back. . . we
witnessed it happening and therefore. . . thereamase when if you were
good for your job you knew your job was there, hseafunding would
always be there. . . then when the shift cami.daesn’t matter how good
you are at your job.
Leat (1995: 169) has argued that this kind of faixaninsecurity is ‘built into the
contracting process via the emphasis on compettizhflexibility for purchasers’
and both small and large voluntary organisationgdcteel its effects. Small
organisations that live on a shoestring budget nwmype able to survive the
uncertainty, whereas larger organisations have raostake and may be unable to
plan ahead (Leat, 1995: 169). Rose, a trustee\@raananagement boards,
described the move away from grants as the mosiatdevelopment in the way
voluntary-sector organisations are run:

I mean, the biggest change is that we used to getrd, and a grant was,
‘here we are, here’s a grant, we may want you tX,0 and Z’ and so on.
It's now. . . most of the voluntary sector stuft@mmissioned so the
commissioners say ‘here’s this pot of money, welditike you to deliver X,
Y and Z'.
She explained how some commissioners (local goventyNHS) were becoming
more and more specific in their requirements, utding organisations on how to run
services and becoming involved in pay structuresRbse suggested that this
change was partly driven by National Lottery andfidbding, which are very
strictly monitored and controlled. One of the orngations she worked with had
decided not to reapply for some EU money becausastcosting them ‘more to

show and account for every pound spent than @ dotit’ and they just could not
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afford it. Rebecca discussed what she felt wereesointhe inherent problems with
moving from grants to contracts:

We can’'t make money out of public services, thenstagam ones [. . . ]
what’s wrong with grants? [laughs] | know mone¥ight but there’s a whole
backlash against being grant funded, like ‘oh, y@grant-funded, you're not
self-sustaining’, there’s a lot of snobbery but theve was that we don’t
want to see groups grant-funded.
Rebecca also discussed the rise of social enteggnghe early 2000s, which many
organisations gravitated towards as a way of dathgoew funding/contracts:

It works for some, don’t get me wrong, you knowverttis a place for it
certainly, but it became the answer to everythamgl erm. . . it wasn'’t. [. . . ]
We were set up as a social enterprise at thatligoause there was the drive
to do it, and we knew that grants would be cut. Eesv, they then went
down the path of commissioning, so you can seaiba, the whole ind. . .
the backroom industry, if you're a support worker 'wvomen suffering
domestic violence, this kind of thing isn’'t goirfgetfloat your boat. . . you
know, ‘we need to be commissioned’, ‘well as lorgah still give the service
that women need, that's where | need to be’. Sotthing about how you're
structured, are you grant-reliant, are you not, gusated a whole new level
of stuff that organisations needed to have andhg#t head round. In some
instances, depending on the size of the organrsdttook frontline workers
away from the frontline. . . or you had to credue post to do it.
Many of my interviewees, including Angela, Rose &wabecca, indicated that the
replacement of grants with contracts made workewmoluntary sector harder and
more bureaucratic and organisations less autonarnitey also suggested that the
‘backroom industry’ that had emerged as a resuiere organisations had to be
more focused on how to obtain funding, had caudeat Webecca referred to as
‘mission drift’, a change in the purpose of orgatiens, which | will discuss in more

detail below.

Professionalisation/Bureaucracy/Accountability

The growth of the sector and the pressure to atwading from government and
other sources led to an inevitable drive towardggasionalism, accountability and
sustainability in voluntary organisations (Taylorak, 1995; Deakin, 1995; Russell
and Scott, 1997; Lewis, 1999; Harris et al., 200dndall, 2003). As early as the late
1960s, the Seebohm (Department of Health and S8eialrity, 1968) and Aves
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(1969) reports suggested that voluntary agenciesgdyeeed to become more
professional if they wanted to play a significaplerin the provision of services.
They advocated better management and staff traifimgse suggestions were later
echoed by the Wolfenden Report in 1978. Voluntaganisations have a reputation
for being makeshift and disorganised, partly beedhsy are often set up by
enthusiastic individuals who may not have the ‘regfll experience in the field, and
the sector itself is often referred to as ‘a loasd baggy monster’ (Kendall and
Knapp, 1995: 91). This has been seen as a poaitivieute; Ralph Dahrendorf
(1997: 7-8) for example declared that the ‘creativaos of [voluntary] associations
is what a thriving, throbbing civil society is aliblYet the interviewees said that
they were often met with an attitude of ‘snobbéAfmanda) and derision,
particularly by those in the public sector, whoyttigought viewed the voluntary
sector as their ‘poor cousin’ or shabby neighb&@oye, 1999: 68). Kathleen,
recalling the interaction between workers of a woisieefuge and social services in
the early 1980s, perfectly captures the relatignbletween the voluntary sector and
the public sector at this time and why she beliguadessionalisation was necessary:

People have learnt the ropes. | remember goingSotal Services on behalf
of a woman and having a right slanging match vwhththen head of
Dewsbury Social Services. | mean you just woulddwmit today, you'd have.
.. cos we've learnt how to talk to people, thatrgst compromise if we're
going to get. . . you know, we need these peojplels, otherwise they are
always going to be putting women and children ing#aous situations. We
didn’t know then. . . and one of my worst enemireBewsbury was a
psychiatrist, he said to me once, cos | never foitgtyou do not do
sufficient research, where are your notes?’ And, kioow, | never went to a
meeting after that without my notes. | thought yas’ and | looked round
and all these smartly dressed people. . . .andwaeya dressed down, you
know, it was like ‘we don’t care’ [laughs] it wage children playing really,
if you think about it, gosh. So we always dressedrand the others always
dressed very smatrtly, in suits etc. We deliberadédy’t. . . but as | looked
round that meeting, and they were all sitting thesiéh their briefcases, and
their notepads, and they were able to refer backdoths previous. . . and |
suddenly realised that | wasn’t being professioasil would have been in a
class room, | would never have behaved unprofeabljor hope, with my
students. But to these people, | was behavingdikbkild. So we had to learn
how to become professional, yeah. And some peoetd aver to the other
side, of course. But we all eventually wore troumets and had briefcases
and. . . [laughs] it was just learning. . . it'afeing the ropes isn’t it?
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Kathleen'’s realisation that she and her colleagere, inadvertently, having a
detrimental impact on the women they were reprasgnpushed her to ‘learn the
ropes’ and act more professionally. Kathleen atsognised that becoming more
professional could be beneficial for workers tochéfl | asked Kathleen what she
meant by ‘the other side’, she discussed why pempdét prefer to work in a

statutory environment, and the difficulties andsp@ial safety issues she encountered

as a volunteer:

| think they got tired. If you're always walking aethe edge, it keeps quite a
lot of energy to stop you getting vertigo, [laugkisii know what | mean? So
you have to have quite a lot of creative energynd it is shorter hours [in
the statutory sector] etc. When we were all volargen [women'’s refuge],
even the paid workers, we were on call, like, twdour hours a day, you
know. And the dangers we underwent. . . | was ttirees, yeah three times
assaulted by a man [. . . ] Now you see, you wdtklrer. . . [my daughter]
manages a whole host of people who will go intopt&se home and things
like that, but they have a twenty-four hour emegyesdarm and they have to
write precisely, in the computer diary, where tlaeg going, how long they
are going to be etc., etc. They monitor them alttine. We used to get a call
from the refuge about two o’clock in the morninglamou’d just go. . . and
anybody could have been in those grounds, andoomile of occasions
there were. It wasn't just our refuge, it was evafyige in the country. So
there’s a lot more. . . and so there should be stime a lot of people were
quite badly hurt. But yeah, we were like childréayng in the dark with the
grown-ups next door [laughs].

For Kathleen, the voluntary sector was the ‘chilegrning from the ‘grown-up’
public sector. Another example of this came fronuike, who, during the 1990s,
was surprised to find that the voluntary organ@ashe worked for was still

allowing employees and services users to smokKeeioffices:

People were still smoking in the offices, and lal thildren from the houses
would be there, and they'd be that fagging it [lasigand | was like ‘I can’t
believe you're still doing this’, and so | had @se it in the staff meeting,
and | was not flavour of the month at all [laugh®&hd that's one of your
differences between your voluntary sector and thei®ry sectors, is that,
well in that particular organisation they werelstding things which you
wouldn’t have been able to do in other organisatipears before.

Louise, who at this time was just coming into tleduntary sector from the public
sector, felt obliged to assume the role of thevwgraip’ in order to tackle this health

and safety issue.
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By the time of the interviews in 2012, it was gatlgragreed that the
‘professionalisation’ of the sector had now takéace, and the interviewees
considered themselves to be no less ‘professidimati their public-sector
counterparts. Voluntary sector organisations haghlagiven to ‘grow up’ and in
many cases, imitate statutory services, partly ie#hey had begun to work more
closely with one another. As the voluntary secegdn to play a more prominent
role in welfare delivery, its workers had to do madinan just act and dress more
professionally. They had to have the right managersiglls and training, comply
with health and safety regulations, and generalyome more accountable. Whilst
Kathleen and her peers were able to disregard dlgirsafety in the 1980s, the
organisation her daughter worked for in 2012 haensure worker safety through a

system of continuous monitoring.

For the women | interviewed professionalisation wasessary in order for their
organisations to survive within an increasingly patitive environment:

| think it's probably to do with funding and the wthat funding is
commissioned out. It's now commissioned out adotthe commissioners are
asking for different things, whereas in the pastas grants, and now it's
commissioned. So, that’s changed, so | think thagsle the voluntary sector
step up a bit and get more professional, so tihedBy what’s brought it
about. And | think that’s a good thing. Becausleihk it's good to record
what you've done, and measure your impact andllkind of stuff, because
then you can use that evidence in a funding appicas well. So it helps
all-round (Louise).

Whilst professionalisation was usually discussepdsitive terms, Rebecca

mentioned that some people within the sector hagjimings about its impact on the

working environment and were nostalgic about thg tha sector used to be:

Yeah. . . everybody says it's more professionaliaptobably is. Erm, and
there’s a lot of kind of wistfulness around ‘awyged to be better, it used to
be nicer’, you know. But there was an awful lotafste.
This association Rebecca’s colleagues make betihessnprofessional’ and ‘nice’ is
interesting. The voluntary sector is often femidiset just by the make-up of its
workforce but by the nature of its work and itsasations with caring. Care and
other forms of ‘feminine’ labour have a lower cu#ilistatus and are not regarded as
‘professional’ or as career-making (Bondi, 201h)cbntrast, professionalisation is
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often constructed as masculine, or as valuing ‘olase attributes such as
efficiency, rationalism, being ‘business like’ aleds emotional, and ‘professional’
jobs are more likely be viewed as skilled and hitebeemunerated (Osgood, 2006:
191; Bondi, 2011). The women | interviewed werettmwhole, keen to distance
their work from care work (and its inherent ‘nices® and had embraced
professionalisation. In a context where a masa#ithiprofessionalism has more
cachet, the voluntary sector’s transition into thiwk model is perhaps viewed as

positive because of the increased status it oifersorkers.

Whilst greater professionalism was generally peextias a step in the right
direction for the voluntary sector, the increasaecehucratisation that often
accompanied it was frequently viewed as the thirag ¢ould hold it back. The
interviewees thought that whilst the voluntary erigations might need to emulate
the public sector in order to remain competitivd arork in partnership, they should
not have to adopt the ‘excessive’ paper-work, fdithimg and ‘red-tape’ which this
could entail (Nasreen, Fahmida). Throughout therinéws, there was the
implication that the public sector had gone toowWah its bureaucracy, and although
the voluntary sector was in danger of followingtitwas able to strike a better
balance:

The important things are done, rather than all yedrtape and your tick
boxes, and all this other stuff, you know, you jgst on and do the job, and
you don’t spend loads of time trying to get pernoissand fill in this health
and safety thing. . . well, you do have to do tkifige that (Louise).

Some interviewees disagreed, and the perils ofdogracy were often directly
linked to the now ubiquitous ‘contract culture’. tkleen was able to contrast the
situation she faced in the 1980s with her daughterho was spending all her time
writing bids, and had just written three separats in order to apply for a single

contract:

That is bureaucracy gone mad, and we didn’t haat there was no
bureaucracy when | started off in the eightiest thept slowly upon us. And
one of my fears, what might happen is. . . is thate will be a stranglehold
on the voluntary sector, and people will conformg avill send in. . . | mean,
why three bids, why! For one simple pot of mon#g,ridiculous, that is
simple bureaucracy, the people are being madeettholine now. And if
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they lost that, a lot of the cutting edge, thert thauld be a great shame.
(Kathleen)
Too much bureaucracy might have put the sectodgeeand distinctive identity in
jeopardy. Leat (1995: 173) suggested that greateyadoicracy might not only
increase costs, but could ‘change the compositi@magement style and ethos’ of
an organisation, eroding the ‘high degree of pabkaantonomy valued by staff and

volunteers'.

Increased bureaucracy and governance did notffest she paid workers of the
voluntary sector. Grace, who had been voluntedanthe same organisation for 15
years, noticed that regulation had become tightet, volunteers were expected to
follow more rules (in this case around food satety manual handling):

Things have got very, very stringent. | mean whegeoaple actually follow

to the letter is up to them. . . | would say tmageneral things have tightened

up a bit, and you’ve got to become a little bit emprofessional. Which again,

I don’t have a problem with it, it's no big dealtbt could put some people

off, 1 don’t know.
Grace suggested that some volunteers could beffpay stricter adherence to
regulations; this was echoed by a number of theggaaints. Natalie discussed how
the requirement that all volunteers undergo a CGrainRecord Bureau (CRB, now
Disclosure and Barring Service, DBS) check coul¢enarganisations like hers lose
volunteers ‘because they just don’'t want to waiteight weeks, twelve weeks
sometimes, before they get started, because thetytavaome and volunteer’. This
did actually happen to Jessica, who had tried tonteer at a number of
organisations, but found the process too long amdaucratic, particularly the
compulsory CRB checks. Similarly, Angela argued tha personal and financial
liabilities individuals on management committeealddoe burdened with, as a result
of recent legislative changes, might prevent pebpla applying for these roles:

| think the role of governors, governance rolesenalvanged with all the
legislation that puts so much responsibility onbolyYou know, unless
people took out liability insurance you were akrisven on a management
committee, of losing your own home, and everythjiag've built up. . . why
would people do that? Come on, why are you goinautoyourself in that
position, and | honestly know of organisations thate refused to take
insurance out. It was expensive, and going baekhiat we used to pay for it,
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but to me it was my duty to protect those peopé gave their time, but that
wouldn’t have been a universal expectation. Sanktkhat legislation really
did change the face of part of the voluntary seattrereas before you would
have thought ‘oh go on’, then it was like ‘oh haghere, what's the
legislation, what'’s the risks’.
Angela was presumably referring to the Trustee28€0, which made the rules
surrounding trustees’ ‘duty of care’ more expl{¢iM Government, 2000).
According to the Charity Commission, charity trestemay find themselves held
liable for the defaults of employees’ and ‘if thene liable, they will have to meet
whatever sum the court awards in compensation’. é¥@wit is rare that an
individual will have to face legal action if thegVve not been personally at fault,
although the Commission still states that it isessary for charities to have ‘suitable
insurance’ (Charity Commission, 2014, n.p.). Insgrais expensive, and Angela’s
experience of having to convince a relatively langganisation in Bradford to take
out trustee insurance (which she recounted in éurtletail) demonstrates how

difficult this might be for smaller charities.

Carrying out administrative and legal processef s1s3cCRB checks can also be a
huge financial drain on organisations. The orgdimed\Natalie was employed by had
a turnover of £1 million but ‘couldn’t just find &l sort of money, for forty
employees to be on that register’ and, she argradller grassroots organisations
like the one she volunteered for (which relied empsmall donations from its users)
just could not afford it. Natalie also discussewIstricter financial legislation
around money laundering might act as a deterrepedple who want to set up their
own charities:

| think that's really affecting small grassrootganisations and | think it
would make some people think twice, what they’rgreaabout the money
laundering is that it's now much harder to operaakbaccount, so if you
want to open a charity bank account or even jsshall group bank account,
you need to come up with the most phenomenal amairgaper work for
anybody who ever wants to go anywhere near it,agaih, that's going to
put people off.

Service users can also be affected by increasedbaracy and in particular, the

requirement of organisations to record their attésifor funders. Jessica discussed
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some of the problems she faced whilst volunteeiongn Asian women’s centre
teaching English classes:

[E]verything needed to be paid for or justifiedsmmebody, and then
everything had to be paperwork based, that wasettier thing, it just kept
creeping. . . and they were just like ‘Jessicargwaly who comes to your
English class, fill in a form every time they conaeid | was like ‘what, no,
they don’t know how to write, these are women maimwhom have never
been to a day of school in any language, in anytrgat all, who cannot
write, at all, have never picked up a pen besidsistp make a mark. No they
cannot fill in a form, I’'m going to spend half tbkass going around filling in
forms for these women, what is the point of this&¢ause afterwards they
had to go, | had to schedule it so that they cpidl up their kids and stuff.
So, [exasperated noise], it was just became thisaoeratic thing that we had
to have documentary evidence of everything andg just, yeah, really hard.

Jessica’s frustration was palpable, and in a lohefinterviews there was the

suggestion that the recent bureaucratisation, dieguthis type of performance

monitoring, was incompatible with the voluntary et purpose and ethos.

Much of the bureaucracy was the direct result efdhanges since the 1990s;
expansion meant the voluntary sector had to betetgulated, especially if it was
to have a larger stake in the provision of servidé® change in funding structures
and the shift from grants to contracts intensitigd situation as organisations were
required to provide more and more evidence of therk to their funders. Most of
the women | interviewed saw the necessity of bengraccountable:

In a way, the whole accountability stuff is rigiiihe fact that it is public
money, public money is a scarce. . . always wasece resource, but we
never thought that, we never stopped to think abmttactually, like we do
these days. The whole thing about it being publimey means that you do,
and should, and it is right, to report back on hyaw’'ve spent it, and what
difference you've made. It’s just how you do thatetimes becomes an
industry rather than a. . . so it's easy to un@estfor people. So. . . is that
good, bad or just. . . it's probably just a faclitd. . . (Rebecca)

Rebecca juxtaposed the apparent disregard for ataality within the sector when
she first started work in the late 1980s with wihatas like now. It had become
normalised although she again mentioned the ‘imgustound it which she implied

could be distracting.
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The move towards accountability can be regardedveay that the voluntary sector
has become more like the public sector. Louise, dabworked both for the council
and several voluntary organisations, was ableddlss more clearly:

There isn’t so many constraints within the voluptsector. However, that is
changing now, and we’ve got to do more recordimg, iis all about
outcomes, and about what difference your projegbar involvement in that
community had made, so it's about recording andngaevidence of what
you've done. Because | think in the past, you knibwy let you get on and
do stuff all the time, but they’re not always tilgabd at recording what
they're doing. So there has been a shift, bunitsbeen massive, and it's
been a gradual shift.

Christine agreed that it was ‘incredibly importémbe accountable for the money

that you secure’ but she also saw some problentsagitountability:

As the accountability thing became a little bitaof obsession with the Labour
party and it just got. . . it just made peoplelseakally, paranoid. And it just
started to really piss me off that we couldn’twhat happened was that the
creativity that we had become successful for wasgodrained out, which
was tragic in my eyes [. . . ]| My fundamental peshlwith the whole thing
was that the accountability and getting bettesgaturing funding] became
the reasons why we were doing it, and that’s not mbst people are in the
voluntary sector.
Rebecca, Louise and Christine all suggested tea¢ thad been a cultural and
political shift around the spending of public monagd what was acceptable in the
past was no longer so. This is a universal shifisgall sectors. Everyone has to be
accountable, including funders themselves. Lead@@1251) referred to this as the
‘chains of accountability’. Christine lamented thisa certain extent, referring to
accountability as an ‘obsession’ which had chartgegurpose of the voluntary

sector, something which Rebecca also hinted at.

The need to be accountable and the auditing, mamgtand target-setting that this
involves, inevitably influenced the way that volant organisations conduct their
activities. In the interviews it was often suggeddieat the voluntary sector had to
become more ‘business-like’ in order to meet the=sg demands. This discourse has
been around in the voluntary sector for a numbegeafs and is partly a consequence

of being located within the ‘mixed economy of wedfaenvironment and ‘contract

189



culture’, whereby voluntary organisations are pdsieecompete not only with each
other but with for-profit organisations as well {@ungham, 2008: 2012). Rochester
(2013) argues that the ‘casting of voluntary agesan the role of government’s
partners in delivering welfare services has beeorapanied by an assumption that
they will need to behave not just in a business-ikanner but as if they were
businesses'. It is no longer enough for voluntagaaisations to emulate their
partners in the public sector, they need to gostep further and become more like
small businesses. For the interviewees, this ireclyecoming more efficient, more

streamlined and more competitive, qualities, thmught the public sector lacked.

Rokeya, who worked for an advice organisation kedan a local community centre,
discussed the contradictions and issues of prayidimuch needed service whilst
trying to perform like a business for their funders

Running as a business we are audited for quabtypfuntary organisations
on the one hand are trying to meet the communiggseon the other hand
we have to have all those standards in place iromganisations, that is
expensive, that is expensive [. . . ] This is thad, it's becoming a
paperwork kind of environment where business takes, if we don’t have
the quality mark we will not get the funding, if wlen’t have the funding we
can't provide the service, the organisation is @tbs
For Rokeya, following a ‘business’ model meant thate was the sense that an
organisation which could not meet the demandsisfrttodel and could not
demonstrate its ‘quality’, would not survive. Inntrast, there was, within the
interviews, a general assumption that public-seatganisations do not have to meet
these criteria, and are often ‘too big to fail’.IMietary organisations, in terms of size
and to some extent structure, have more in commtmsmall businesses, and are
similarly vulnerable in times of economic hardshipe interviewees recognised this
vulnerability and suggested that voluntary orgaiosa must become more
‘business-like’ and competitive in order to survive

| think we’ve got to behave in this professionalsimess-like way, because if
we don’t we won’t survive. And | think that’s pratdg an issue for a lot of
charities and voluntary groups, you’ve got to oemething different and
you've got to offer it well, and at the right pricnd it's got be of quality,
because if we don't, we'll just be eaten up (Jane).
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Jane highlights the increased competition volunsastor organisations face from
private enterprises, which can undercut them ims$eof price and quality. To Jane,
being ‘business-like’ equated with being more restl Organisations which are
more ‘business-like’ are often regarded as moreaenodnd able to compete within a
‘survival of the fittest’ environment (Hussey anerfn, 2003: 269). Jane had set up
her own social enterprise or Community Interest Gany (CIC), an organisation
which was run as a business but put all its profitsk into developing the
organisation and doing ‘good work’. The rise ofiabenterprises, ‘businesses
trading for social purposes’, over the last decadé, the unilateral government
support they have received, is symptomatic of tloesiasing blurring between for-

profit and non-profit organisations (Nicholls, 20237).

Some interviewees had actively encouraged a ‘basi@@proach within their
voluntary organisations. Christine, who describetséalf as a ‘business woman’,
suggested that she had always wanted to take abuseneess-like approach to the
running of her charity and had welcomed the fundingnges which had promoted
this:

[T]he structural funding was depleting, we had ¢ontore entrepreneurial
activity, which is much more. . . | was much maoreerested in that anyway
because basically I'm a business woman. So I’'m nmgte of a social
entrepreneur than | am of anything else. So | \aasiore interested in
diverting our income streams from non-structuraireses than | was from
anything else. And in order to do that, you needrtsure that your
profitability is right at the front end and youkeeping the core costs of the
organisation down to a minimum.

As the chief executive of a charity for ten ye&hristine had often felt frustrated

with her ‘old-fashioned’ management committee akaled that she was not

‘convinced that the charitable structure is thétrgtructure for today’s organisation

to meet social needs’.

Other interviewees were less enamoured with attehoptmulate the private sector.
Jessica, from her perspective as a volunteer atanuinity centre, saw how the
stricter regulation of funding had unsettled thetoss trustees, making them feel

‘helpless’. On top of the requirement to record dkatre’s activities, they had
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introduced new policies, what Jessica referredsttha ‘sorts of things that
businesses do’, such as registering each perspoahe into the centre. Jessica felt
that the trustees were

trying to copy what a successful ‘real’ busines§eal’ organisation does,
instead of being informal, because they felt Itkattformality was maybe
why people were successful, whereas | thoughtubeess of the centre was
because it was informal [. . . ] | don’t know, iagvreally awkward, that stuff,
that kind of came up around funding, but it wasgeapng everywhere.

Jessica’s example demonstrates the perceivedudiféis of trying to apply business
models to a voluntary sector organisation. A morenfal, ‘business-like’
environment has the potential to alienate servearsy changing the original purpose

and function of organisations.

The majority of the women | interviewed felt th#thaugh the voluntary sector had
something to learn from the private sector, theseamd values of voluntary
organisations should remain fundamentally diffefemin businesses whose
dominant concern was profit. Kerry discussed tlffeidinces between voluntary and
private organisations and the inherent issues lpgttoming more ‘business-like’:

The organisation that | was working for wasn’twhen | started it was
fantastic but then they had a huge restructuratdsetame more business-
like than charitable, and I think when you rundtaacharity, you're running it
for the right reasons, and you are running it fleogle at the centre of your
actions, everything you do is for the benefit aidl people. When you
change your objectives of what you're doing, arteeitomes more about
profit, then people get lost along the way, arftirik the way you improve as
well gets lost, you're looking at having campaignsnot campaigns for the
betterment of people out there, it's more, kind'lebw can we raise money’
and. . . obviously they need money to keep thiraysggbut sometimes it can
be to keep that organisation going, and that siradtas been built around
the organisation [laughs]. It takes it away fromatvive’'re here for | think.
The sector is seeing a lot of changes, they anega®me really good people
along the way, because there are people that lbeheart for the sector,
but aren’t necessarily feeling fulfilled in the jtiey were in, with the
changes. There is a difference between the busseessr and the charitable
sector, and | think to just merge the two. . . ittt possible.

Kerry suggested that some workers were leavingtganisation because they did
not like the direction it was taking. As | explordthe last two chapters, a major

advantage of working in the voluntary sector wasdénse of purpose workers had,
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the satisfaction of knowing that they were doinmething ‘good’ and ‘worthwhile’.
The competition for resources and the resultingateta on voluntary organisations
to become more ‘business-like’ could disrupt orgations’ objectives and distance

their workers from this feeling of purpose.

Who Works in the Voluntary Sector and Why?

When discussing change in the voluntary sectoselhterviewees who had worked
in the sector the longest often indicated thatas\the makeup of workforce itself
that had altered the most. This is unsurprisingmyithat the workforce of the sector
has expanded exponentially since 1978, and thera@aw many more opportunities
to forge a career in the voluntary sector. Shidsgussed her experience of this
change and the factors that she thought had béaential:

The big change | saw was just before | got invo)weldereas it used to be
middle-class do-gooders raising money for scoutigsothat kind of thing,
when the government starting putting money. then became much more
professional because you had to jump to the tafgetd Now it demands a
different skill from the kind of voluntary work thaas done in the seventies
and sixties. So. . . that's the big change | d&) the government is now
trying to say ‘oh, we're giving the power back k@ tcommunity, just like
Mrs Thatcher did’, did she heck give power to tbenmunity. What she did
was put money in for professionals to be paid whee maybe community
development workers, but on the whole what happeraithat they were
paid to do the job, I think that's the big change.

As | discussed above, the voluntary sector’'s expanghe increased government
interest and the larger share it had in the promisif services meant that it had to
become more professionalised and ultimately, treamhthat more people began to
get paid for their ‘voluntary’ work. Similarly, Kateen discussed how and why
voluntary work had become more mainstream and aetsiple’:

The voluntary sector has become respectable (lauyeser in my lifetime
... well it has, yeah. Yeah, because if you yauwere going to work. . .
leave university and take your degree. . . VSO (¥tdry Service Overseas]
were okay, but that was different again, becausad a bit like missionary
work, that's how people thought of it. But if yoadha degree, to. . . to do
anything but going into teaching, or the law or stimimg. . . it was
completely. . . my father never understood, uh#l €énd of his days, why |
worked in the voluntary sector. ‘I don’t know whglydidn't get a job in a
school like everybody else’ he used to say to ym)’'d have a right nice
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pension’. Right, and yet all his life he’d done watary work, but he’d never
seen it as that. . . so even for people who alit tives they’d done voluntary
work, as many of that generation did, erm. . . @¥éfs like the Scout
Mastering or something, it's all voluntary worKsitll voluntary work, isn’t
it? They didn’t see it like that, because to thémas a way of life. . . but to
turn down a respectable job with a pension, andstéhat was it, there was
no status to be in the voluntary sector at thagtiWell there is now, isn’'t
there?
When Kathleen first started working, the voluntaegtor was more limited and
could not provide a viable career path, yet bytitme she retired, working for a
voluntary organisation was an ordinary thing to Gloe increasing acceptability of
the voluntary sector, the move towards professismaland its new ability to offer
‘proper’ careers, with more defined job roles, paghaps made it more attractive to
men. Kathleen examined why, traditionally, volumieg was seen as women’s
domain, something to do ‘while men were busy atikydoing man’s things’ but
admitted that the greater career opportunitiesrhade voluntary work for men
‘acceptable now’. As already suggested, it coul@fgeied that the increased focus
on competition and efficiency drives have madeséeor more of a ‘masculine’
work environment and even the discourse aroundifigndemonstrates a distancing
from associations with ‘feminine’ care to thingghvinore ‘masculine’ connotations
such as ‘enterprise’ and ‘regeneration’. For exanBkebecca wondered whether the
regeneration and business aspect of her orgamdaitd made its workforce more
male than was usual:

But here it's men, not only men, but. . . and I'td&now if that’s the
business angle, if by labelling it ‘regeneratidrdon’t know if regeneration
is more male [. . . ] health seems to be womereneration seems to be men,
from my limited experience.
The increased value placed on typically ‘masculat&ibutes in the sector could
also impact on women'’s place within the hierarchgrganisations. Good
management is often equated with masculinity, asyméthe ‘behaviours, skills
and competencies deemed to be essential to thésadership positions, such as
authority, control, autonomy, assertiveness’ arkdd to notions of masculinity
(Leonard, 1998: 75) . As a result, men might fineasier than women to obtain
more senior roles within voluntary organisatiorantcbuting to a more pronounced

vertical segregation within the sector.
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The growth in the sector workforce and a greateetsain the kinds of people who
are involved in voluntary work might mean that pedgpmotives for working in the
sector are different from before. Several intenges/had entered into the sector
through politics including Claire, Kathleen, Lawad Suzie. However, even those
who appeared not to be so politically-minded brdaughthe innovatory role that the
voluntary sector could play or talked about itssgraots origins, describing
organisations as an ‘access path’ (Ayesha) abiesfpond more quickly to the needs
of the communities (Natalie). Claire discussed hiow made voluntary organisation
distinct from the public sector:

My perception is that voluntary sector groups hia@en able to hold onto
political values and political activism really, anway that. . . big public
sector organisation don't. . . they don’t do it.1Sbink it's easier for the
individuals working there to do that, which is whyay I'm looking forward
to being able to get back to it.
The political side of the voluntary sector is sonmeg that appeals to some workers.
Kathleen pointed to the power of the voluntary eetd bring about political change
and lamented some of the recent changes:

Well people who have got fresh and bold ideas,vamal can cut through the
swathes of bureaucracy are people to be fearedif #iey? And | think he’'d
[David Cameron] like a return to the WRVS, the sirgentler side. . . which
is something that nice, middle-class, respectabbtple did. Whereas in the
seventies, it was some nice, respectable middksgaople of course, but a
lot of it were angry young women like myself, whene certainly not gentle
[laughs], nor terribly respectable really! And ilangerous, isn't it? People
can see that they can change things. . . theyacahthey'll have power. . .
well, the establishment won’t want that.
Kathleen was quite exceptional in her anxietiesuabite depoliticisation of the
sector, but many of the women | interviewed weneceoned by how recent changes
had changed the role and aim of voluntary orgaioisat As an example, Rebecca
discussed how in the 1980s it was seen as ‘consialewhen her organisation
wanted to employ a fundraiser, as this person woatde involved in helping
service users, whereas today this is regardedeasottm and would not be
contentious. Several participants worried thatrtbeganisations had become too
focused on ‘chasing the funding’ (Rebecca). Diarggssted that ‘if you weren’t

careful, you were just chasing the funding, so@bttwhat you’d started out
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delivering wasn’t what you were delivering anymo®dme interviewees also noted
that the push by governments for people to volurtbeough welfare-to-work
schemes for example) and the way voluntary workbea®me as a path to
employment, had significantly changed people’s wattons for volunteering:

| was in a meeting the other day and somebody exagthat we’ve never
had so many volunteers come forward, which on tinfase of it is great but
actually. . . how many of them are actually volemsewillingly (laughs), and
how many of them feel that they’re squeezed inraa and therefore have
to volunteer, and would have made that choicedf thad not have been
pressured by the authorities (Rebecca).

Rebecca was able to encapsulate the general tankDbf the interviewees, who,

on the whole understood why changes had occurredidne not entirely at ease

with what it meant for voluntary organisations:

So I'm still getting my head around. . . and | tied theory, absolutely, |
understand why it is so, the whole thing about paelf-sustaining before we
can think of, you know, addressing a need, errthat's something that I'm
still trying to get comfortable with, you know.
The development of the voluntary sector and itseiased role in providing welfare
services has made voluntary work more open tdralithe moves towards
professionalism, bureaucracy and accountabilitytaectchanges in the way
organisations are funded have no doubt altered miaaty regard as the purpose of
the voluntary sector. Some of the changes werederms! by the women |
interviewed as necessary to the sector’s survivdlinvthis ‘mixed economy and
welfare’, but many regarded the sector’s increasatketisation as having the

potential to erode their sense of job satisfaction.

I would also argue that the narrative of voluntsegtor development that the
interviewees presented is a prime example of hovk Wwecomes socialised and
formalised, and as a result, more appealing to tmaihe 1970s, the voluntary sector
was in its infancy and the work it offered was mspentaneous and casual. As it has
grown and undergone the somewhat inevitable presesfsprofessionalisation, the
work has become more defined, more recognisedthasitias changed the make-up
of its workforce. This process is still taking pga@nd the participants’ accounts

demonstrate the tension between the desire to anaitiite ‘nice’ aspects of the
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voluntary sector and the aspiration to become regi@imate, through the adoption
of more professional and accountable working pcastiHow this will affect the
gender balance of the voluntary-sector workforeglterm remains to be seen, but |
would predict that women will continue to predontean the less formalised areas
of voluntary work (e.g. frontline work) and more mwill be drawn into the
managerial, professional aspects of the sector.

Voluntary Sector Changes 2008-2012

In 2008, the UK economy experienced its worst reioessince the Second World
War. The UK’s Gross Domestic Product (GDP) fell %oetween 2008 and 2009,
and contracted again in 2011/ 2012, leading taabte-dip’ recession (ONS,
2012b: n.p.). In 2014, the recovery is in progr@sd GDP reached pre-2008 levels
in July 2014, although GDP per capita remains Welbw its previous peak and is
not expected to exceed it before 2017 (Nationdiltinte for Economic and Social
Research, 2014: n.p.). As with most recessions|@mment has fallen, although not
as much as first predicted (Gregg and WadsworthQR0n 2007, the unemployment
rate was 5.2% and this rose to a high of 8.4% iil20efore falling to 7.8% in 2013
(Bell and Blanchflower, 2013: F8). However, theagsion period has also seen a
rise in the number of people, particularly youngge, who are ‘underemployed’.
These people want more work than is available éantnd have been pushed,
reluctantly, to accept part-time and temporary eyplent (Bell and Blanchflower,
2011; 2013). In addition, ‘real wages’ (which talk#lation into account) have been
falling consistently since 2010, the longest suehqal since at least 1964, and
although they are forecast to grow, they are npeeted to return to their 2009 peak
until 2018 (ONS, 2013b: n.p.; National Institute Economic and Social Research,
2014: n.p.).

The 2010 General Election took place within thisession and was fought largely
on economic grounds. In their manifesto the Coradery Party stated that they
wanted to ‘fix’ the Labour government’s mistakeanrely their ‘irresponsible public

spending’, which they believed to have been a Saamt factor in the UK’s present
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debt crisis (Conservative Party, 2010: 3). Thedalisse of austerity and ‘financial
responsibility’ continued to be used after the Gowative and Liberal Democrat
coalition government was formed in May 2010, atteéngpto invoke a wartime spirit
of ‘we are all in this together’, declaring thatatioc spending cuts would be tough,
but necessary (Conservative Party, 2010; MacLe204/1). Similar measures were
taken all across Europe, as the governments ohSPartugal, Greece, Italy, Ireland
etc. attempted to reduce their budget deficitsdayisg back public spending
(Bieling, 2012).

It is estimated that in 2011/2012, the UK governtreen net public expenditure by
£8 billion (Bhati and Haywood, 2013). Governmerdame to the voluntary sector
fell by 8. 8%, £1.3 billion in real terms, betwe2®10/2011 and 2011/2012, with
voluntary organisations which focus on social sgrsiand employment/training
losing the most income (NCVO, 2014i: n.p.). Theralso some evidence to suggest
that the voluntary sector has been disproportidyafiéected by local government
cuts, as local councils undergo up to 40% cuts fcentral government by 2015/16
(Bhati and Haywood, 2013; Local Government Assammgat2014: n.p.). It is not just
direct cuts which impact on the voluntary sectogwNegislation and policy
developments such as the Open Public Services Whjper (2011) and the
Localism Act (2011) have further enabled privatd aoluntary organisations to take
over from the public sector in the provision of\sees and allowed community
groups to bid to deliver public services, chandiogv voluntary organisations are
commissioned (Bhati and Haywood, 2013). The resirug of the local NHS, the
move from Primary Care Trusts (PCTs) which comroissd and funded a lot of
voluntary sector activities, to GP-led Clinical Gmmsioning Groups (CCGs) has
also been a significant change, causing much wmogyt At the time of the
interviews in 2012, many of my interviewees wersure of their organisations’
futures after the PCT'’s transformation, which wase tb go ahead in April 2013. For
this reason and others, the women | interviewedadly having withnessed changes

within their organisations, were expecting moredme.
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Within the context of the economic recession arldipal change, there has been
discussion about whether or not recent austeritgsones have disproportionately
affected women. Women dominate the public and wahyrsector workforces and
are the main users of public services, and arefibker more likely to feel the impact
of public spending cuts than men (UK Women’s Budgedup, 2010). However, it
was men’s employment which fell more significartttgn women'’s during the
recession, by 3.6% between 2007/2008 and 2009hdpared to 1.1% for women
in the same period (Harkness, 2013). This is |grgetause male-dominated
industries such as construction and manufactumeganerally more vulnerable to
economic downturns, whereas low-paid service sestgrgloyment, where women
dominate, is usually more stable (Harkness, 204&)whilst the recession has seen
the growth of ‘low-quality’ (low-paid, temporaryapg-time) employment where
women are concentrated, ‘good’ (well-paid, gooddibons, permanent) jobs for
women are not being created (UK Women’s Budget Gr8010; Harkness, 2013).
Employment figures can also hide women’s undereympémnt. In 2013, 755,000
women worked part-time because they were unalfiaddull-time jobs and another
855,000 were in temporary jobs, up by 38,000 st (UK Women’s Budget
Group, 2010). Underemployment amongst lone motteubled during the
recession, suggesting that single-parent famitiggarticular are under more
financial pressure, perhaps a result of the govermisinew welfare reforms,

including benefit caps and changes to child taditsgHarkness, 2013).

The ways in which the economic and political clienaince 2008 has impacted on
the voluntary sector and women’s work within it dificult to assess, not least
because changes are still ongoing. In the findl@eof this chapter | will analyse
how voluntary organisations have been affectedisd till particularly focus on
how the new financial constraints, after a peribdustained growth, could threaten
some of the qualities which make work in the vaduptsector more accessible and

amenable to women.
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Political Change

The 2010 General Election and the formation of ageovative-led coalition
government, after thirteen years of New Labourught to the fore questions about
the relationship between the voluntary sector &edstate. These questions were
often discussed alongside the Conservative Pdtagship policy idea, the ‘Big
Society’ (Conservative Party Manifesto, 2010). 012, Prime Minister David
Cameron outlined his vision of the ‘Big Society’ The Observer

[T]he whole approach of building a bigger, strongeore active society
involves something of a revolt against the top-dostatist approach of
recent years. And neither is it about just oneghiather, it combines three
clear methods to bring people together to impriweg tives and the lives of
others: devolving power to the lowest level so hbaurhoods take control of
their destiny; opening up our public services, ipgttrust in professionals
and power in the hands of the people they senepanouraging
volunteering and social action so people contrilmbee to their community
(Cameron, 2011: n.p.).

The ‘Big Society’ initiative, as Cameron envisaggavould focus on devolving
power away from government to communities, insigjlpeople with a sense of civic
responsibility and encouraging voluntary actiorevitability, those who worked in
voluntary organisations were interested in whatBig Society’ agenda would
mean for the voluntary sector, and it became adpt for those engaged in
voluntary-sector research (Alcock, 2010b; Kisbyl@0Evans, 2011; Taylor, 2011,
Scott, 2011; Thane, 2011). There was much discasdiout whether or not the ‘Big
Society’ would mean a greater recognition of thkintary sector’s activities,
leading to more investment, or, as many suspeitte@s simply a distraction, a way
of masking cuts to public services (Alcock, 2010aylor, 2011). David Cameron
appeared to address these concerns head on irlagile inThe Observer

Finally, some people say that the big society daapipen because our
voluntary bodies are being starved of state moNeyarea can be immune
from cuts, but I'd ask people to look beyond thadhiees and see a much
bigger structural change in how the voluntary secéam work in future. We
are in the process of opening up billions of pounasth of government
contracts so charities and social enterprises caipete for the first time.
The scale of this opportunity dwarfs anything theyever had before
(Cameron, 2011: n.p.).

200



It is clear that Cameron wanted to reduce the vtalyrsector’s reliance on
government money, and initiate what Macmillan (29)1@ferred to as the
‘decoupling the state and the third sector’. Sid@&0, the government has
introduced new legislation and schemes closelyeélto the ‘Big Society’ such as
the Localism Act (2011) and Big Society Capital 12J° Yet the ‘Big Society’ as a
concept has very quickly fallen out of governmemwdur and is rarely mentioned in
2014, perhaps due to the overwhelmingly negativergentary it inspired and
confusion about what it meant in terms of policya@vhillan, 2013b). Nonetheless,
the term was mentioned frequently in my interviesigygesting that it had made an
impact within the sector. The participants did fustdamentally disagree with the
‘Big Society’ ethos; in fact, they felt that it wasmething that the voluntary sector
had been engaged with for years, but found thesphiabe quite meaningless in
terms of real change for the voluntary sector. €heews were common amongst
volunteers and paid workers alike, such as GradeNatalie:

| don’t see why it's any different from what peoplave been doing forever
[. .. ] So what the Big Society can do that’s eiént from what people are
doing at the moment, | really don’t know. It wiklvery interesting if you
find there’s anything extra. | think most peopldhe voluntary sector just
kind of laughed, and said ‘it's what we’re alreattyng, actually’ [laughs].

| think we’ve been doing it for years, and | thitik just a ridiculous title for
what the voluntary sector has been doing, incrgdibtcessfully for a lot of
years, and it frustrates me, because all of a sufdea brand new concept.
So yeah, round of applause for that thank you weugh. So | think it's quite
patronising, that is my opinion on the Big Societgd | won’t rant for the
next hour on that! [laughs] (Natalie).
Here the ‘Big Society’ was regarded as a politgiadmick, a hollow idea that those
in Westminster formulated without understandinghtbge amount of work already
done by organisations and individuals. It was obsithat most of the women |
interviewed were keen to distance themselves flarconcept and communicate
that it had little to do with the reality of voluary work. Macmillan (2013b: 8) too

found that those within the sector understood Big Society’ to be ‘something

% Big Society Capital was set up by government améependent financial institution which invests
in social sector organisations, aiming to ‘devedmpl shape a sustainable social investment market in
the UK, giving organisations tackling major soégssues access to new sources of finance to help
them thrive and grow’ (Big Society Capital, 2014).
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politicians, policy officials and media commentattalk about, rather than being an
embedded talking point of everyday life in the dhsector’. Kerry, who was slightly
more positive about the ‘Big Society’ than mostgdghat the term had become

almost a ‘swear word’ in the voluntary sector.

Rather than being linked to the new (financial hreowise) opportunities that
Cameron described in 2011, the ‘Big Society’ wasadt always talked about in
relation to public spending cuts. The intervieweese suspicious of the political
motives behind the concept, seeing it as an attésrgdve money rather than to
champion the voluntary sector. Moreover, many efwlomen | interviewed largely
agreed that cutting public spending, reducing thlemnary sector’s income, would
cost the government more long-term:

As well, that this Big Society thing. . . it's aegtt idea, but in the long run,
does it work? Because it's a cheap and easy wggttihg people to do
something for nothing. . . erm. . . with cuts atldras money that they’re
trying to save, but. . . it's, in the long run, péoare going to lose out and
that will cost them, a lot, lot more in the futyfeahmida).

Fahmida, like many of the women | interviewed, sauch of what the voluntary
sector did as preventative work, work which tooknsmf the burden off the state.
The interviewees were also wary that the Big Sgetim of encouraging more
people to volunteer did not take into account imetand money needed to

coordinate and organise volunteers:

| think, ‘let’s put our own name on something tlsdieen going on forever
and take all the money out of it’ [laughs], woulel lny personal opinion, a bit
sceptical. But, you know, it's what people alrealdy in my opinion, and it's
then kind of going ‘hey look, Big Society’s greatg’re going to say that you
don’t need to work and you can give up your timeffee’, and actually
anybody who works in the voluntary sector knowg tfidunteers aren't free,
you've got to coordinate them, you've got to hawve ¢xpenses, you've got
to. . . actually have somewhere, a venue for treeooine to, to be paid for
and things. So yeah, | think it's an interestingaapt (Amanda).

Fahmida also mentioned the costs of running a vYatyrorganisation, including
maintenance and salaries, a factor which she sasdoften ‘overlooked’ as people
think ‘yeah voluntary sector, volunteers, they caanage’ (Fahmida). Fiona

discussed the importance of having an infrastredoisupport organisations and
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volunteers, and argued that the ‘Big Society’ caudtl work without these essential
tools:

| think the government are using it [the Big Sogjets a cop-out, | think
they’re wanting to reduce all the services and ekpeople to just take up
the slack for nothing. But you can't just expectiytbcal community to run
your local centre, because they still need thdss&ild the knowledge, and,
like | said earlier, a lot of the infrastructuredanable you to do that. And if
you don’t have your voluntary organisations in pldike your CABs
[Citizen’s Advice Bureau] and your CVSs [Councit #oluntary Services],
then who is there to support the volunteers tatlnenservices, whether it’'s
your library, your local community centre, whateutanay be. Because you
still have to have policies in place, health anfétyaconfidentiality, this is
all the stuff you've got to have in place, but yzan't just expect. . . because |
look at it thinking if that was my mum and dad nakinking ‘right, | want to
be a volunteer, | want to get involved in my locammunity centre’, my
mum and dad wouldn’t know where to start about kmwin a local centre,
to put on women’s groups and things, they'd sekkd some infrastructure
and some support to do that, but all the suppgdrisations have gone, so
you're like. . . it doesn’t make sense. | thinlsi# bit of a cop out really as
well, from the government, this Big Society. Sayyay want to. . . saying
‘yeah we want people to take more control and mawee input in your
community’, that’s fine, take some ownership, 1@ao problem with that,
but give us the tools to do it with and all youdteing is slashing everything
(Fiona).

Fiona indicates that the voluntary sector cannotibe@ed as a low-cost option in the
provision of services. Voluntary sector organisagiceven if they are grass-roots and
community based, still have to be accountable &g g8ervice users, staff and funders

and this does incur base-line costs. Volunteergtsb organisations money and

cannot be regarded as free or even cheap labour.

The interviewees seemed particularly aware thaséogor was expected to have a
more prominent role in the provision of welfaret iuere not always sure how
voluntary organisations could do this within therent economic environment:

We [the voluntary sector] need to be seen as npégyers and we should be
used and not just be a cheap alternative to songeéise. And | know that
there’s going to be a lot more expectations orsdwator, especially because
of the cuts, because there’s going to be a lot ri@am@ng on the sector for
certain things, plugging the gaps for where thtustay services are
disappearing (Kerry).
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This idea that the voluntary sector has to ‘plugdhps’ left behind by cuts to
statutory services, without the funding to do sas\a common thread throughout the
interviews. This is a genuine concern, particularlgn area like Bradford, where
third sector organisations are more reliant on gavent funding compared to more
affluent areas (Clifford et al., 2012). Furthermoselfare cuts in general, including
the caps on Household Benefit and Council Tax Berafd changes to the
Disability Living Allowance, Child Benefit, Child &x Credits, inevitably hit poorer
people and poorer local authorities the hardesaitgend Fothergill, 2013). As a
result, voluntary organisations in more depriveatpk like Bradford are likely to
have seen an increase in demand but a decreaseds1 Surveys carried out by
voluntary councils in Yorkshire and Humberside, NMasgtle and London found that
voluntary and community organisations are now hgtin‘do far more with much
less’, and this has been referred to as the ‘BigeSge’ (LVSC, 2012; Involve
Yorkshire and Humber, 2013; Newcastle Council foluwntary Service, 2013).

Another change from government has been the inttaxtuof ‘Personalisation’ in
social care, which started in the late 1990s bstdoane into greater use in recent
years. Personalisation aims to give people moreelayer the social services they
use, offering those in need of social care a paldmndget to choose and pay for the
services they require (Cunningham and Nickson, R00lls can have the effect of
pushing voluntary organisations to act even mde diervice providers and compete
to attract service users (Cunningham and Nicks0hQR Similarly, voluntary
organisations can now bid to be involved in the kM@rogramme, the government’s
welfare to work initiative, as a way of funding i&ties. One of the problems with
this is that smaller voluntary organisations, whikchnot have the infrastructure or
financial security, are unable to engage in thég/fpent by results’ scheme (CAB,
2013; Rees et al., 2013). Many organisations a® @bised for the introduction of
Universal Credit, which aims to simplify the benafystem, but will be disruptive, at
least in the short-term, for those claiming beseditd services which help people in
this field, such as the Citizen’s Advice Bureau &A&013). On top of this, the
restructuring of local government, due to financahstraints, and the change from
PCTs to CCGs in April 2013, means that many whadkwothe voluntary sector are
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unsure of the future of their organisations and feterable to more ‘top-down’
political and economic decisions:

I’'m going to be honest with you, I've not reallyipanuch attention to it, to
be honest, because they keep changing it so nraeg that you don’t know
whether you're coming or going! But yeah, like soofi¢he stuff | said about
benefits and people having to earn them and pusinirtge voluntary sector,
he [Cameron] even talks about privatisation andiihenishing of public
sector organisations, so that’s all there. But likaid, it just keeps changing,
nothing’s concrete. The welfare reform is goingdone into force and some
of the change is already happening and then theHaigge will happen
October and March next year, but it's just goingrake suffering worse and
cause more problems, | feel it's going to causeenpooblems. | really feel
that we’re not even out of the worst, that it tone | feel that is to come.
Then, whoever comes into power after that, caniy@gine the backlog of
all the mess they’ll have to clean up? If Laboumes into power, | don’t
know (Nasreen).

The ‘Big Society’, in the context of major welfareform and financial insecurity
was ultimately quite insignificant. Yet for the weml interviewed, the concept of
the ‘Big Society’ was inextricably linked to thetsun public spending and to some
extent the recent welfare reforms, which had affié¢heir organisations negatively
in ways that | will discuss in detail below. Foeth, the ‘Big Society’ was
representative of the government’s attitude towéndssoluntary sector, which
although it appeared to be supportive, was acteafigting a lot uncertainty.

Impact on Organisations

My interviewees were able to discuss how the malitand economic changes since
2008 had affected their organisations so far. leteliy, they described a voluntary-
sector working with more financial restrictions,rest only was there less money
going around, there had also been significant cbstgthe way services were
commissioned. In most cases, it was not that vahyrdrganisations were being
slashed completely, but the services within therevbeing depleted and cutback.
Ayesha discussed a project within her organisatibich had lost 35% funding,
causing them to lose their transport which accgrdinAyesha made the whole

service almost ineffective. In the case of anotrganisation, the Prevent money
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which had been so crucial to the expansion of N&sabrganisation had disappeared
due to government indecision about the whole agenda

The Prevent money has stopped, because of the €lohiggvernment. We
were due to have another year’s funding, but theegonent. . . the change in
government stopped our Prevent money going out,itwegasn’t just us, it
was nationally, people lost out on that, which wahame, because it was a
very good project. It will start up again | havedmubt about that, but the
coalition have got to decide what they're doinghwtie Prevent agenda
before they start releasing money to it again. IBlan’t think the concept
behind it has gone away so | think that that woline back, in terms of
reinserting the money because at some point iitsggim have to come back,
SO our project. . . it's in a good place, it wam@del of good practice, it's a
good project (Natalie).

Natalie’s example illustrates how top-down decisiomade by central and local
government can impact on voluntary organisatiomss Topic was also explored by
Fiona when she described some of the changes thetaoy sector in Bradford had
experienced since 2008:

Lots of cuts have taken place, lots of organisatioave gone, and | think as a
voluntary sector we have to realise that we carst fely on the big statutory
organisations funding us, like the PCT and Soctal/f8es, and the council,
because a lot of their funding from central goveenirhas also been cut. So
... yeah, in the last few years the changes haea. . . quite drastic really,
we’ve lost some really good services, you know. G#fs8 been cut, some of
the women'’s services have been cut, you see tleediganisations, the
CVSs have all been either cut completely or jusdticed drastically, so. . .
which means a lot of the infrastructure goes, timpsrt mechanism for
organisations goes as well. So yeah. . . and ktlhimakes. . . it rocks the
boat even more when you don't feel you have thestfucture to support
you, so you apply for more funding. . . it's likewyre caught between a rock
and a hard place.

Fiona highlighted the vulnerability of voluntarygamnisations, particular those
heavily reliant on government grants and contréi® suggested that the recent
financial difficulties would prompt those in theluatary sector to try to be more
independent from the state. She also suggesteththagtructure organisations like
local CVSs were particularly affected by the citsthin a tough economic climate
organisations which do not directly provide sersioe interact with service users
find it difficult to attract money. Yet these bosdligive vital support to voluntary-
sector organisations, and as Fiona points outjslespecially needed in a time of
instability and when their partners within the palsiector are also undergoing
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significant changes. Amanda, who had worked forafrteese infrastructure
organisations since 2009/10, had seen the prdpectverked on take a significant
cut in funding, causing her and her colleaguegduice their hours from five days a
week to four, whilst the organisation as a whotethan 8 per cent cut in 2011/12.
At the same time, there was an increased demarigaervices that the
organisation provided. Amanda described her sweprisen a recent training course
that she had organised, which covered the basicsrmmissioning, had become
quickly over-subscribed, indicating that there \@det of anxiety about how
voluntary organisations would survive and develdagtww this new commissioning

landscape.

Rather than voluntary organisations becoming mmaependent from government,
as Fiona suggested, the interviewees implied Heat brganisations were now
looking to promote their work to the new commisgi®) and to find out how to fit in
with these new agendas. Amanda discussed the gtieauihat had surrounded the
move from PCTs to CCGs (which are run by GPs),lewl the voluntary sector
groups her organisation supported had begun tgres®the ‘need to get in with
them’. Fiona hinted that her mental health orgdimeavas doing something similar:

| think some voluntary organisations have had thinék how they go about
things and maybe reformat and become more busmesied, if that makes
sense. It doesn’'t necessarily mean that you'rgoradessional but | think you
maybe just rethink how the organisation is run bow you sell yourself,
really, to the people who will have the money, wiith possibly be the
commissioners in the future and for mental healibaks like it's going to be
the GPs.

Fiona indicated that the new commissioning envirenhmeant that organisations
had to become even more professional and ‘busimasged’. This was partly
because, as private-sector companies gain an gicgbalarger share of the welfare
‘market’ , voluntary organisations have to compeitth large businesses to win bids.
Kerry commented on this relatively recent trend:

Larger organisations do need to diversify and bexorare professional, and
be seen as professional providers because thatisak the commissioning is
going and they need to be the players, because'sh®g international
organisations just waiting to take those contréddtsey’re not.
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One of these big international organisations i€&ewxhich only entered into welfare
services in 2008, but has already become quitenafs within the voluntary sector.
This is partly because organisations like Sercokéa by larger infrastructures and
greater access to resources, can better meetehéneveasing, stringent demands of
government contracts and deliver services at lmw@sts, pricing local voluntary
organisations out (Third Sector, 2012). Fran disedhow the recession and the
change in government in 2010 had made commissi@wvers more demanding and
target driven:

I think it is a really big change for us as an migation is the economic
climate at the moment, and the government charags ttome with it. It's
meant that it's much more targeted work, much noerteomes driven, and
very evidence, very hard evidence as opposed tmgsomebody to come
and do a performance about how they succeededriathong, or what
they’'ve learnt. Commissioners aren’t really so waalrabout that anymore,
they don’t want to be invited along to see yourugrof young people saying
how happy they are, they want to see a sheet @rghpt says that somebody
went from depression score two to depression staught, or whatever,
that's what they want. They want case studies aedethere, but it's very
targeted, the way things have gone, across afiribjects.

Voluntary organisations have also become more cativeewith each other, and
this has been exacerbated by social care and wedosrms such as
‘Personalisation’. Although ‘Personalisation’ isdaly regarded as a positive
change, offering individuals more choice over tee/ges they use through a
personal budget, it can mean that voluntary orgaioiss are competing with one
another to attract and keep the same service wseeting a more hostile
environment between organisations. Ayesha discuss®th some depth and
indicated that although ‘Personalisation’ had baeund for a while, it had only
become an issue for the sector more recently\ithssconfirmed by Amanda as
well):

It's become more competitive, because places, thentary sector, has
become. . . it's turned into a little bit of a busss where they’ll offer
activities at a price and then once they have gay, want to hold on to you,
because that income is coming every. . . and wal's@ noticed that as well,
that people are a bit less willing to share noweinms of their people, in
terms of their expertise, not expertise but. rvise users we've realised.
Because they've got them for twelve weeks at tampa week, twenty
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pound a week, whatever it is, and they want to reethat funding. It’s for
their survival as well, so that's a slightly diféett side of things, I've seen
trends of that in the last year.
Ayesha’s example illustrates the very small margivlsintary organisations are
working with compared to some of their rivals i thrivate sector. Jane, who had a
more ‘business-like’ outlook, running her own sbeiaterprise, still recognised
some of the problems of the competitive environnvehintary organisations now
find themselves in:

| think it all comes down to money. . . at the momenfortunately. I'm just
filling in a tender form now and | have to be rgalbnscious of price,
because perhaps at one stage, when we were wadgather, in 2008, if
you've gone for a tender. . . and perhaps you nbglglightly more
expensive but you were offering something elsgou. might have a chance,
but now. . . you've got no chance. It's all abdwe towest price. Which is sad
really, isn't it?
For Jane, like others, this competition to offevgmes at the lowest price was a
relatively recent development and could be linkadko the recession, cuts to the
public sector and changes to commissioning, asaggtlrivate-sector growth in this
area. It seemed that voluntary organisations whathtaken a more ‘business-like’
approach and had self-generated income streamswwesafer than those more
reliant on government grants, as Nasreen highlighte

We're a sustainable organisation, we generate mtimeygh income,
conferencing, training rooms and the tenancy, ikatllsaid, it's breaking
even, and our yield is low.
The place Nasreen worked for was a previously itigicommunity hub hosting
public, voluntary, and private sector organisatiand enterprises, many of which
were now unable or unwilling to spend money. Witthis climate, Nasreen’s
organisation had to offer its space at very lowesan order to keep competitive:

We’'re having to. . . because there’s too much caitnge out there, we're
having to reduce our rent in order to support émants to stay here,
otherwise other people are giving them attractaekpges and they’re like
‘we’ll go there’, so we have to lower our price'sl lather have somebody in
at a low cost than an empty unit not doing anythgsggsometimes there’s no
choice, you've just got to do what you can.

It is clear that despite many organisations’ claohsustainability, most are still very
reliant on government income, directly or indirgctind find it difficult to survive
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within a stagnant economy. Whilst some interviewsggseared to relish the
opportunity to be creative and meet increasing aeimavithin this competitive
environment, such as Rokeya, most of women | irgared were concerned with
what this might mean for their organisations areldéctor in general, and felt very

much at the mercy of commissioners.

The situation was not completely bleak however; sofrthe interviewees
commented on some positive changes which had coimeffect over the last few
years. One of these was greater collaboration tivétpublic sector. Partnerships
between the public sector and voluntary sector lh@es actively encouraged by the
UK government since the Labour’s ‘Compact’ in 1988hough many
commentators agreed that this was an unequal psinipevhich never really worked
in practice (Scott and Russell, 2001; Halfpenny Bed, 2002; Lewis, 2005;
Prochaska, 2005; Poole, 2007). Fran discussed gbthe reasons why it was often
unsuccessful:

I mean there was lots of change when | was in thehywork post, lots of
different things in the Labour government time an@unulti-agency work

and around trying to integrate work with differemganisations, and that was
an interesting. . . and kind of difficult on soneéls because trying to get the
voluntary sector and statutory sector to integvede not always successful, a
great idea on some levels, but really | didn’t khinworked because | don’t
think a lot of the statutory sector understanaviblentary sector, or respects
them in a lot of situations.

As | have discussed previously, this perceptioh i voluntary sector was not
respected by the statutory sector was common. Aeaachmented on how it
sometimes felt like coming up against ‘brick watls’try and establish working
partnerships with those in the public sector. Hosveshe had noticed that since the
recent economic crisis and the political changasftiilowed, public sector
organisations had become more willing to work wtfitbir voluntary sector
counterparts:

| think things are definitely changing, Bradfordastually really good
because we've got a really strong, really thriwmoduntary sector, there are
over 6,000 organisations in the district. So it'sit’s recently, | think
certainly in the two and half years I've been damgjob, it's gone from ‘oh
yeah you're fluffy but on the edge’ to actual theng. like they’re currently
moving into integrated care which is different see¢ moving together [. . . ]
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there’s a real acceptance with that, higher upiwittie council, that there’s
going to be a need to work more with the voluntagtor, which is fantastic
(Amanda).
Amanda recognised that building stronger relatiggsstvould be key to the success
of these partnerships, as voluntary organisatieesl isupporters within statutory
services to advocate for them and highlight theartgnt role they play, and the
money they could save. She also discussed the toords ‘integrated care’,
which was a framework incorporated into the Healid Social Care Act 2012.
‘Integrated care’ focuses on offering individugkerson-centred’ care , encouraging
greater communication and partnership between @agtons, bringing community
and voluntary sector groups further into the falften using them as best practice
examples (National Collaboration for IntegratedeCamd Support, 2013). Kerry also
discussed how this approach had led to greaterecatpn between the two sectors:

| think the impact’s happening, there’s a lot odnges within the NHS, the
PCTs and things like that, and with that therefe@gnition that the
voluntary sector are expected to be part of thosgrated teams, it won'’t
just be your council, it won't just be the NHS, hase we need people that
are going to tailor-make their services to thevidiial, rather than. . . and be
responsive to what they need, which is not whaptiidic sector services can
do.
Since 2010, welfare reforms have attempted to ppreremphasis on the needs of
the service user and encouraged organisationgeatanore personal approach,
something which the voluntary sector is seen asgidakell. Voluntary organisations
may benefit from this greater recognition and theetus to include them more

within the delivery of welfare services.

There were other signs that the public and volyrgactors were working more
closely together. Kerry discussed an initiativedoad Council had set up called the
Community Empowerment Network which aimed to créiates between different
voluntary organisations and the statutory sector:

There was a collective over-arching assembly ttest basically an umbrella
of all the voluntary sector. And that created aoobpportunities for getting
people around the table and discussing what theg d@ng, and that's
actually become really invaluable at the momenthall the changes with
the council and the NHS, because there are thgeatopities that are
opening up, where the voluntary sector is now geareto be able to. . .
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work as kind of collective, and say ‘well, we’ll dioat, we’ll do this in this
part of the district if you can do it in that paMVe’re forming partnerships,
which is obviously a benefit to the district, bt'$ ialso a benefit to their
organisations, because they can see the bendfiheimselves, so it's
coming along quite nice (laughs).
Although this was first set up in 2001, Kerry inalied that this network had been
utilised more in recent years and was now needee than ever, due to public-
sector restructuring and financial constraints s€tbe board (Bradford CNet, 2014).
Kerry and Amanda were quite optimistic about tHatrenship between the
voluntary and public sector at the time of thenw, but there was some question
about how permanent these partnerships were. Reablescribed a time in the early
2000s when she felt the voluntary sector had a paeinent profile and felt more
‘significant’, when organisations such as hers wevelved in ‘Bradford Vision’, a
local strategic partnership between the public\asidntary sector which made
decisions about welfare services in the distriebécca felt that since ‘Bradford
Vision’ had lost momentum and had been absorbekl inéz Bradford Council, the
profile that the voluntary sector had built-up veasckly lost. Of course, now both
the public sector and voluntary sector are facinglar challenges: their shared
financial hardship and the need to integrate tlvewelfare reforms. This may
strengthen the links between them and make thogeipublic sector more willing
to listen. Yet the partnership is still inherenilyequal, and, as we have seen, local
voluntary organisations like the ones | have swi@epect to remain heavily reliant

on the government in order to survive.

Despite evidence suggesting that the voluntaryosdets been disproportionally
affected by local government cuts, and that itemne is set to reduce significantly
over the next five years, the interviewees lardeltythat they had been luckier than
their counterparts in the public sector (Bhati &faywood, 2013; Local Government
Association, 2014). This was almost always basethemssumption that prior to the
recent economic crisis, public-sector organisattuad always been more stable and
that a statutory career had been a ‘job for l#ehanda described a definite change
in the working environment within the public-sectwganisations that she had

worked closely with:
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The atmosphere has been very different since edletithanges have been
made in the PCT, there is a real tension when o there, because people
don’t know whether they have a job tomorrow angas very much people
getting called in and they were gone, kind of thieg every time someone’s
name was mentioned, ‘you’ve got a meeting thisraften’, they’d be like
‘oh god, am | going to have a job tomorrow?’ Whistmot a nice way to
work, but it’s just a victim of the climate.
This sympathetic approach towards public-sectokersrwas shared by a number of
interviewees, but there was often the implicatiwat the public sector was merely
experiencing the same level of insecurity thatvblentary sector had faced for
years. When discussing job insecurity in the va@mnsector, Louise said:

| suppose that could be said as one of the dowssigl¢éhat your contracts are
only for every couple of years at time, and thgts steadily worse. But prior
to this new political climate, people in the coureid the department. . .
seemed to be really secure in their jobs, whereamthe voluntary sector
have not been secure at all, and you might not kma the month before
whether you've got a new pot of funding or a newtcact. But now there’s
been a big change. So people are competing forgotisaking pay cuts. So |
think the voluntary sector has actually done better
Louise suggested that compared to the public sebtwroluntary sector had been
more resilient within the current climate, and tis partly because voluntary
organisations and their workers were more accusidmensecurity, and could be
more flexible. | found that the way the women Eemviewed discussed their
organisations’ survival was very similar to howytltkscussed their own job
security. There was always an expectation thatifignéould turn up, something or
someone would intervene, and that the organisatarid continue to exist. For
example, Ayesha was assured that her chief execkiigw ‘what was happening,
where there was funding’ and would be able to settland Grace believed that the
council would not want to see the organisation\gilenteered for disappear. This
could be seen as arrogance or naivety, but it wae faith that their organisations’
work would be acknowledged. Rokeya declared that:

I’'m quite confident because for me, the organisatiwork for is one of the
key organisations in the neighbourhood so I'm aerit that we’ll be able to
raise money because there’s so much need for thHewedo.

Whilst they were mostly confident, the intervieweéso admitted that they felt that

their organisations had been ‘lucky so far’. Fiea& of her organisation ‘luckily
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here at [name of organisation], we're quite largd wou know, I think we’ve had
quite a positive impact on psychiatric service®sasithe district’.

As well as trusting that her organisation’s contitibns in the area would be
recognised, Fiona pointed to the size of her oggdiun as significant, and this was
echoed a few times during the interviews. Ayesloastogygested that although her
organisation had had to make cutbacks, the fatittihas a larger voluntary
organisation had helped:

| think we still can function pretty well, we’reitable to do what we do and

| think because we're part of a bigger charity,deehave a cushion, where

they can support us.
Natalie also argued that her youth charity wouldiise because ‘we don’t have all
our eggs in one basket, we have funding streanistinae from lots of different
areas’, and this was because they were a largaiseg@n, able to deliver a diverse
range of services. She indicated that their sizeldvonake them more resilient
within the post-2008 commissioning environmentc@smissioners were now more
inclined to give out greater sums of money to comsand larger organisations,
which would have the necessary infrastructure toaga them. Natalie envisaged
that for the smaller organisations it was ‘goindpéoa real problem, it'll be much
harder’. Fiona agreed that it was the smaller asgdions which were bearing the
brunt of the local public-sector cuts:

You still need some infrastructure and a lot ofltwl voluntary
organisations have also had a lot of their funaing so some of the
organisations no longer exist [. . . ] the PCT twhbok at their money, so not
only do they lose their own workers, they alsosarhe of the commissioning
to some of the smaller local voluntary organisation
Interestingly, the women | spoke to who workedrmaler organisations did not
mention this additional element of insecurity. TWias perhaps because the
interview participants were from a self-selectedugr, all from organisations which
had survived up to this point in 2012, and as $ar@am aware, still do in 2014. It
seems that, to some extent, the interviewees wgteto be confident about their

organisations’ resilience.
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The interviewees felt that the voluntary sector baerall fared better than the public
sector partly because they had been expectingutisda be deeper than they had
been, and to have hit their organisations fasteradda indicated that voluntary
organisations like hers had been preparing fombiest and had been pleasantly
surprised:

I think I'll get in trouble a little bit for sayinghis but erm. . . | feel like we've
been really lucky in the same way, | know thatallse . . But the cuts have
been proportional in Bradford, so it's not thatytke. . . there were fears that
actually they'd go ‘the voluntary sector, that's needed, let’s cut it by 50
per cent’, and actually they didn’t, they did agwdional cut in line with
other things, so it was 8 per cent last year, wiidiuge, don’t get me wrong
but it’s. . . a lot of groups have been preparmgaictually maybe we’re not
going to be around, I'm not going to have a job.

Within an environment where everyone was facinglamehallenges, those in the

voluntary sector appeared to be quite laid backeaeépting of their organisations’

futures:

| know we went through a bad time, think ‘oh, howuld we be affected’,
but we came out, you know, okay [. . . ] but whaks what’s round the
corner for anybody? It doesn’t matter whetherstatutory. . . even statutory
services, things that you think like. . . well {hgice, or education or the
health service; those are all affected, aren’t ?hElyose are supposedly the
safe places where those services have to congmoue;an’t do without the
police, you can’t do without the fire, or the amdnute or the doctors. . . but
even those are restricted so. . . | suppose weitegophical really, we can’t
do much about it, we just have to accept it thaand we feel luckier than
most. So it’s. . . it's quite a positive place isihreally? (Anna)
Yet despite this positivity, there were anxietibsat what was still to come. Many
interviewees discussed March/April 2013 as a tgmaint, the end of the financial
year when funding was due to end, and when PCTéwaase to exist. Amanda,
whilst happy that her organisation had only hach&dke 8 per cent cuts in the
previous year, acknowledged that this was not i ‘we can’t take 8 per cent
this year and next year and the year after, bedhese’s a limit to what you can do'.
Louise discussed how ‘there have been some cutshéyhaven't been as bad as
what we thought originally’ added that ‘I know thraxt year that might change as
well’. Whilst the attitude of resilience prevaildtere also seemed to be an awareness
that things might get worse before they got betted that they had not felt the full

impact of the cuts yet. As Fiona lamented, ‘it'ways been insecure, but there’s
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even less security now because it’'s like everyb®dying for an even smaller piece
of the cake now'.

| did speak to a small minority who argued thanaricially restricted voluntary
sector would be beneficial in the long run, having effect of streamlining
organisations and purging the ones which were mokiwg. It was Diane who felt
this most strongly, employing a ‘survival of thédst’ terminology:

So | think probably the funding changes will affdeem and if you're talking

to people in the voluntary sector they'll be screagrand saying ‘it’s terrible,

it's terrible. . . our clients are suffering’ butgbbably in another two years’

time, some of those people will be saying ‘actyallg streamlined because

of that and became more efficient’. It's a bit dDarwinian response, isn’t it?
Others could not believe their services would epdbetter and more efficient as a
result of severe funding cuts. Ayesha described/¢ihentary sector as a ‘lifeline’ for
disadvantaged groups, and argued that increasaulciad pressure and staff losses
meant that not only services were being lost, bhetialues of the sector were in
jeopardy as well:

| think particularly now in the last two years & & people have been lost, a
lot of the groups | used to go to, | keep heariagso nice things about how
the focus of the charity is changing, it's becommenwork orientated now,
they're trying to get people back into employment.
Ayesha illustrated how the change in the emphasia fjovernments, e.g. by putting
money into services which are targeted towardsnggfteople get back into
employment, could change the nature of the work tlie and sever the connections
and trust organisations had fostered with theialcommunities. Louise discussed
the cyclical nature of economic crises and how itng@acted on the voluntary sector:

I've noticed this myself, is that things just golig cycles and unless you
keep the funding going all the time, unless youpkiat flow, things are
never going to improve, and they only improve dlighnyway. But if you
stop that flow, if there’s cuts and people pull,dben those communities go
back to how they used to be, and you've got td &tam scratch again.
Louise suggested that disruptions to a voluntaggoisation’s funding could have a
detrimental impact on the areas they work in. Slécated that this was partly
because organisations in this situation would bleto retain the staff, the people

who had knowledge of the areas and the communitesworked with. Diane
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referred to this loss of ‘legacy’ when describinge@roject she was involved with
that had suddenly had its funding withdrawn:

So you might get your core funding for that parcuhing, but it might take
you twelve months to get it, and it's what happenthe meantime, isn’t it?
And the danger | think is if those services go ttienskills go as well, and all
the people’s contacts go, because as workers galteg take all that with
them, and you've got to start again from scratamd gen you get breaks in
funding, that can be a bit counterproductive, ttegdpened with my project [.
.. ] there was a gap and the application had besae but had not all been
approved so they didn’t reappoint, but actually ohthe coaches left erm. . .
and then the new programme started from Octobgry#ar, so actually,
[name of organisation] | think stepped in with soimeding, as did the
council and things so we retained some people drtipge hours, and we
were really fortunate that some people left ana tteame back, so we didn’t
lose all of that expertise, but actually we had$peo years making contacts
in an area and developing a programme, it just gkeshat overnight. More
is lost | think, it doesn’t leave a legacy.
Diane here discussed the importance of investirggafi and retaining them, and the
problems which can arise when funding is discomtihwr even temporarily halted.
The impact of the cuts and public-sector restruletumight be more long-term and
less visible than the interviewees expected. Osgaioins might well survive, but the
strong connections they had with communities thegkwith may suffer as their
overall output decreases and services are cut Bacthermore, if staff numbers

reduce, organisations lose vital expertise andsskitolonging their recovery time.

Since the economic crisis, subsequent recessiostarje in government,
voluntary organisations have faced a host of neall@hges. They have not only
found themselves in a tougher financial climate,layve been directly affected by
top-down restructuring of public-sector institutsomew welfare reforms and
changes to commissioning. These shifts appeant® piashed organisations into
acting even more like service providers, makingwhele sector more marketised
and competitive. This has inevitably altered thgcdives of organisations as they
become less value-led and more focused on chasenigimding, and ultimately just
surviving. There were some positives though, sschnaincreased partnership with
the public sector, which might, because of theasitun the public sector finds itself

in, be more permanent than previous attempts &hmmiation. There was also a
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general optimism about the resilience of voluntaganisations, although this was
mixed with some foreboding and uncertainty abouatwias to come.

Impact on the Voluntary Sector Workforce

| have discussed how post-2008 economic and pallitenditions have impacted on
organisations and in this final section | will tekeloser look at how they impacted
on the voluntary sector’s female-dominated workéospecifically. The restricted
finances of most organisations had inevitably tegb losses, as Haleema, who
worked for a youth charity, commented:

We've lost loads of staff here. . . so yeah it &ffiscted us, we've had to get
rid of, not get rid of, but make people redundant] contracts that were
coming to an end, and we don’t have as much s¢bhpeaiew government
have really changed things, and as much as weyamg to move forward, it
just doesn’t seem that we are moving forward. Bsedhis is a very tough
financial year for us, and then you can't ask pedgplpay for services
because they don’t have the money to pay for sesy®so we’re in a catch 22
situation. But you know, we still plod along, wdldty to work with the

small amounts we’ve got, try to make it stretctieaisas possible, and great
partnership is the key element to that, in ordené&ke that small amount of
money that we’ve got, go further. So that'’s it hgat has affected us heavily,
we’ve lost six, seven members of staff, but what yau do?

Voluntary organisations, particularly those heavédifant on government grants and
contracts, were already working with extremely tighdgets before the financial
crash in 2008. They were unable to hold on to #tafimes of crisis. In 2011, after a

‘decade of continuous growth’ it was reported tha@tntary-sector organisations

lost twice the amount of staff as public-sectoramigations (Wilding, 2012, n.p.).

Haleema'’s experience was the most extreme accoyoit tbsses | encountered
within the interviews. It was more often the cdsat jobs losses/redundancies had
become a greater possibility. Rose, who workedtasstéee at a CVS type
organisation, discussed the insecurity of jobs witter organisation and the
measures the management committee had taken:

For the last two years, in January, we've had togfiistaff on their initial
redundancy notice, and we’ve had to do that tal fieljal requirements about
redundancy, because we don’t have the decisiont aldwat funding we are
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going to have from the first of April. So it’s thdaft situation, what does that
actually say to people who work for you? If yourtwound and say, sorry,
you're on a redundancy notice?

The threat of redundancy will inevitably affect healued staff feel and can have a

damaging impact on the working environment in agaarsation.

Severely restricted finances can also make orgémmsamore cautious, feeling
unable to replace employees who leave, or chodsiegiploy staff on temporary
contracts. Laura was one of these employees ampotary contract which she
attributed to the recent funding crisis: ‘in thespbm sure that there would have
been funding available for my position to go ahe@tiout this need for self-directed
funding. . . my job wouldn’t be temporary, if th&igveren’t so tight’. Since the
economic downturn, charities have had to cut cerraard this could mean
employing fewer staff to do the same amount of waglbefore. Laura suggested that
her role would have been done by two people in rmbrgndant times, and felt sure
that the charity she worked for used to employ np@@ple. Nasreen’s organisation
had reacted to severe budget problems by cuttaifyattall levels, even the position
of chief exec:

So. .. I don’t know what next year’s going to lgritbut yeah, staff will have
to go if it means we’re going to have to make c@ise of the cuts that we
face is. . . our chief exec is retiring and we’\o¢ g replacement and recruited
her, and the replacement that we’ve got is onlgr&fime chief exec, so

she’ll only be working twenty-five hours, so thatf'e big cut that we've
made already in terms of saving costs, so instéadwng a full-time. . .
hopefully the job will eventually go to full-timéut because of this economy,
the climate we’re in at the moment, once that mased the centre is running
again, at full capacity, then hopefully that jolmshd become a full-time job
again, but it’s just this hard times that we’rangyto pass.

I did not know whether the chief executive was hagipout taking a part-time role,
but it is certainly unusual for chief executivesatork part-time, given the
demanding nature of that role. The decisions mgdedsreen’s organisation and
Amanda’s (who had gone from full-time to part-timerk to save her organisation
money) indicate that the voluntary sector contedubwards growing
underemployment in the UK, as discussed by BellBladchflower (2011, 2013).
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Staff cuts could also mean that employees like &avere working multiple roles
and/or doing unpaid overtime to compensate, asddassuggested she had to do:

Staff, | think we have really cut down quite addtstaff, we can’t really cut
any further, | mean I'm playing a dual role, be@tls®e Centre Manager role
was a full-time job, and | was a Community Devel@mnManager just doing
the community stuff, so I’'m having to do two role®w, so again, it might
not be cutting money, but it's more work, cuttingé, more work for me,
more hours. So | suppose. . . it might not be argalut, it might be that the
jobs are what two people used to do, a salaryWorgeople is made into one
now and that’s how they’re doing, so there mightbts in other ways. But
in reality I'm doing the job of one and a half p&gpas it should be, and
sometimes | take work home, at weekends I'm typipgninutes you know,
what can you do? | think because I've been herk adong time, you just do
it, just because I'm a manager and it's just myaloytowards the
organisation, you just do it and get on with itppose.
70,000 paid employees were lost in the voluntacyosen 2011, and a
disproportionate amount of these were women (56, @@Msidering that women
only make up two-thirds of the workforce (Wildir2)12). One explanation for this
is that women are more likely to be in part-timerky@and even within the voluntary
sector these roles are less likely to be valuedaaadisually most at risk when
organisations are making cut backs (Lawrence amd/iGp2003; Walsh, 2007;
ONS, 2013a). This suggests that the economic dowias put women’s
employment within the sector under threat. On tbihis, it appears that the
employment conditions within the sector were detating, employees were more
overworked, organisations were expecting stafiutatleeir hours to save costs and
the jobs which were on offer were of lower qua(itywer paid, more temporary
etc.). These issues existed in the voluntary séstare the recession, but within the
post-2008 climate they intensified, making the madevomen’s employment

within the voluntary sector appear more untenable.

The political and economic changes since 2008 didgust impact on working
conditions but may have fundamentally altered #et®’s accessibility and
commitment to its workers. The women | interviewegle accustomed to job
insecurity and in fact felt that the voluntary sgavas more resilient than the public
sector as a result. Yet for long-term job inseguotbe workable there has to be a

constant movement of workers and money comingtieravise the sector becomes
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stagnant, and workers fail to progress. This dedrs® be happening in the
voluntary sector, as Fran remarked:
With the climate being as it is, people are somesiiscared to leave a job
because they don’t know if they’re going to get stimng else, and if they
are wanting to expand their. . . move on, they tiomow quite how to do it.
Nasreen was one of those who did want to moveam frer current job but felt that
her opportunities were limited:

| do, but I feel | want to move now, | do reallyefdike | need to move, but
there’s nothing out there to go to. If | want tq gwant to go to something
good, | could do with a new environment [. . . Jtlke | said, there is
nothing out there to go to, because of the job etadnd because my job is
permanent here, if | go somewhere, nothing’s guaeah everything's a
limited time, | can go to another job, it might oyesar fixed-term time, it
might be up to two years fixed-term time, at ldag given thirteen years to
[organisation], so if | want to be made redundanalk out with a nice
redundancy package, so I'm looking at what’s bestfy interests, whereas
if | start somewhere else and I've been made reahindlke they say ‘last
one in, first one out’. So erm. . . | think thathe risk, so do I stay put and
see this through, and then when things get betteve then, and if | was to
be made redundant, at least I'll have a nice rednoglto come to me. | think
for the safety of my interest, it's better to spay.

Nasreen had accepted the real possibility of beiade redundant and had made the
pragmatic decision of ‘staying put’ in her currenganisation, where she would
receive more compensation. Considering the prapodf lone parents |

interviewed, these compromises were all the mopmomtant. As Nasreen added: [l
have to] provide for myself because there’s no sdéocome, and | need to make

sure | safeguard my interests by doing so’.

It was not only lack of fluidity in the voluntargstor market which made its workers
more cautious. The reality that employment in thbligc sector might no longer be
an option was an added pressure. Having alrea@y takeduction in her hours,
Fahmida was unsure about how much longer she wifible to continue in her
current post, but was also not confident she cretlarn to her old role within the
NHS:

You just don't know what the future’s going to hofau just don’t know
how it's going to pan out and. . . you know, isrthgoing to be more money
to keep on doing this job or. . . will | have to lgack and do some. . . if
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nothing else there’s always locum work, if thenedsfull-time posts. | think
that's another thing is. . . .even this NHS, thusttiare not really employing
many people at the moment. . .
Work in the public sector had previously acted asagety net’ for Fahmida and
others who had switched from the public sectoh®woluntary sector. Without this,
and as the voluntary sector had stagnated, theenhmsecurity of voluntary work

had become more pronounced.

Furthermore, the tools workers need to be ablentave on’ are not being offered
due to limited resources. Access to personal dewsdmt and training, previously
prioritised in voluntary organisations, is now reged due to cuts to training
budgets. Fran indicated that her organisation tséd a lot more personal
development and training, but had to cut back @ 8imilarly, Amanda hinted at
recent changes at her organisation, commentingvieatvere really luckyuntil this
year, we had a good budget where we could go to coméeeand things and bits of
training and stuff’ (emphasis added). When askediitvaining for trustees, Rose
remarked: ‘We do have the opportunity to go on ebttaining, but not an awful. . .
not anywhere near as much as we used to do. AndK that’s cut back a little a bit
over recent years'. Kerry had been a real suctesgaf the voluntary sector,
making the transition from service user to paidkeorand had benefitted from a
generous training budget when she first started out

| did a two-year course in counselling which waglgar by the

organisations [..] they paid for me to do that, d@mias fantastic, it was

equivalent to two A-levels, so that was probabbly thost education I've got

really! So that was something | wouldn’t have bable to access, | probably

would have wanted. . . wouldn’t have needed togotitots and lots from it.
Yet Kerry admitted that the training budgets hadidished recently and that the
relatively large organisation she now worked fat dot ‘have a budget for training,
it's a bit of a wish-list really if you want traimg’. Access to training and personal
development is one of the reasons why work in thlentary sector is advantageous
for women. For women like Kerry who had had catweaks due to children or who
have fewer formal qualifications, the opportunitybe offered training on the job

could be transformative. Once organisations dgnotitise training and personal
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development, it raises questions about whetheraliey will again. As more money
gradually flows back into the sector, which it gy there will be more movement
and more fluidity. But this does not mean thatah@spects which made
employment in the voluntary-sector work for womtre aspects which helped
counteract the negative elements such as job inseawill be recovered,
particularly as organisations try to become mareashlined to meet the increasing

demands of their commissioners.

Conclusion

The UK voluntary sectors of 1978 and of 2012 amelgacomparable. The sector has
expanded massively, forging a prominent placetsalfi within society and emerging
as a ‘third sector’. Whereas in the 1970s it wabatcutting edge’ it is now
mainstream, employing an estimated 800,000 peo@812 (NCVO, 2014b: n.p.).
Increases in government spending on the voluntgios has been a major factor in
its growth, as voluntary organisations began ted®n as an alternative to the
provision of welfare services. This has meant thatsector had to become more
professional and accountable and since the 1996 has also been a pressure for
organisations to become more sustainable, be rbaseess-like’ in their
approaches and generate their own incomes. Sormahie voluntary sector have
regarded this as a mistake, and see it as sometihic) has fundamentally altered
the values and purpose of voluntary organisatiOtisers see voluntary organisations
becoming more ‘business-like’ as the only way fam to survive and deem it as an
opportunity to become more independent from govemtnHowever, the recent
economic downturn, welfare reforms, public-sectgds@nd restructuring have
highlighted the fragility of this independence vatuntary organisations, still largely

reliant on government income, have faced seveediyicted budgets.

The development of the voluntary sector as desgidyemy interviewees was in
many ways a commonplace progression: an initiawative period, followed by a
time of rapid expansion, a peak, a decline andbaesguent plateau. Most sectors and

organisations will undergo this cycle, and the psscof professionalisation becomes
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somewhat inevitable as they expand. What | fountiquéarly interesting within the
accounts was the positive acceptance of profedsatian and accountability, and
alongside this, the lamentation that the adopticsuoh practices had a detrimental
impact on the ethos of the sector. | have charaetthis as a gendered process, as
‘feminised’, caring and apparently boundary-leskirtary work morphed into a
‘masculinised’, ‘business-like’ and more formal eavithin the space of forty
years. This progression is not yet complete, aisdtéimsion remains, exacerbated by
the economic climate since 2008 and by successwkberal governments which
through ‘welfare pluralism’ have created a more petitive, commissioner-led

environment.

Many of the women | spoke with were optimistic thair organisations would
survive within the current climate, although thes&s still some uncertainty about
their future in the short term. It seemed thataswhe voluntary-sector workforce
which had borne the brunt of the recent crisithase was evidence of staff losses,
job stagnation and deteriorating working conditiofise constant movement of
employees, the accessibility and focus on persdbaatiopment which have been
some of the key characteristics of the voluntaot@eover the last twenty years, and
which make work in the sector more amenable to woraee now under threat. The
ultimate legacy of the economic crisis on the vtdmn sector is hard to assess. The
voluntary sector will no doubt survive this timelardship, but it may lose the
specific, and sometimes unique, elements that made in this sector obtainable,

accessible and manageable for women.
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CHAPTER 6. CONCLUSIONS

In this thesis | set out to examine women'’s reqbebeperiences of paid and unpaid
work in the UK voluntary sector. My research hagémain strands of
investigation: 1) how women become involved in vibéry-sector work; 2) how
women experience work within the sector; 3) hownges in the voluntary sector
have impacted on women’s work experiences. Asdudised in my methodology
chapter, in 2012 | interviewed twenty-eight womemowvorked or had worked in
the voluntary sector as volunteers, paid emploged®th. These interviews centred
on their working life histories, with a particulamphasis on when and how they
became involved in voluntary-sector work and tipeagress through the sector. In
this conclusion | will first review the key debatshich guided this research. | will
then discuss my findings and my specific contridmsi to two fields of study:
voluntary sector studies and women and work reke&inally, | will discuss how
my research could be expanded in the future.

Key Debates

As the voluntary sector has expanded, so too feafdld of voluntary sector studies.
Much of this research has focused on defining #otos and the sector’s relationship
with, and growing dependency on, the state. Ilatee1970s and 1980s, the debate
centred on the apparent failings of the welfareestad whether or not the voluntary
sector could be an alternative provider of wel{aolfenden Committee, 1978;
Gladstone, 1979; Hadley and Hatch, 1981; Krame811Blinton and Hyde, 1982;
Brenton, 1985). As the ‘opening up’ of welfare begad a ‘mixed economy of
welfare’ emerged, discussions in the 1990s ang 2800s concentrated on the rise
of the ‘contract culture’ and increased competitiprofessionalisation and
accountability within the sector (Deakin, 1995; tayet al., 1995; Russell and Scott,
1997; Lewis, 1999; Harris et al., 2001; Kendallp3p Calls for stronger and more
equal partnerships between the voluntary and psblitor were also a feature
(Lewis, 1999; Kendall, 2003). Since 2008, there lteeen a renewed interest in the
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voluntary sector, prompted in part by the politislglgan of the ‘Big Society’, but
also as a result of the financial crash, subseqeeetssion and welfare and public
sector cutbacks (Alcock, 2010b; Kisby, 2010, Eva@d,1; Taylor, 2011; Scott,

2011; Thane, 2011). Although there have been spestifdies on how workers have
responded to certain initiatives, there has bekatively little focus on how
voluntary-sector workers view these changes mavadly (Cunningham, 2008;
Cunningham and Nickson, 2010). My research hagttwer addressed how work has
changed within the sector since 1978 and how itefe workers report their

experience of these changes.

Questions about who volunteers and why are magmés within voluntary sector
studies, partly because voluntary organisationg weaknow how to recruit and
retain volunteers. It appears that the demograplaice-up of the ‘typical’ volunteer
has remained relatively unchanged since the 1&@seys still report that women
are more likely than men to volunteer, yet reseanhre often keen to disassociate
volunteering from middle-class, middle-aged womdoris, 1969; Aves
Committee, 1969; Wolfenden Committee, 1979; Shert®83; Sheard, 1995;
Wardell et al., 2000; Taylor 2005). Whilst increagdiversity is obviously a
commendable goal, these sorts of arguments areaitiek of the problematic way
both voluntary work and women’s work are frequeniscussed, as they seem to
suggest that if volunteering is something that wome then the work has less value.
To address these issues, | chose to explicitly em@the ways in which women'’s
motivations and pathways into voluntary work cargbadered, alongside other
influential factors such as socio-economic backgdyage and culture which impact

on orientations towards voluntary work.

As the sector has grown, there has been more eationrof paid workers in the
voluntary sector (Clark et al., 2011). The paid kforce consists predominantly of
women, but | found that research often shies away £xploring why this is the
case. There has also been less focus on the motisatf paid workers, although
altruism and the compensatory ‘warm glow’ are cdeed to be significant (Harris,
1990, Rutherford, 2011). Job satisfaction is regmtiyt higher in the voluntary sector,
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but working conditions, such as pay, prospectsjalndecurity, appear to be
comparatively poor (O’Donovan and Varley, 1992; Be2005; Donegani et al.,
2012; NCVO, 2013a). The benefits of paid work ie ttoluntary sector, beyond the
‘warm glow’ factor, have received limited attentidn this thesis | have explored

why women in particular may be drawn into this work

The number of women in paid employment has inceeaszadily since the 1960s
(ONS, 2013a). Successive UK governments and thepgan Union have made it a
key policy objective to encourage women to enter and remain in the labour
market. The pattern of women dropping out of emypiegt to have children is
regarded as a ‘brain drain’, a wastage of poteatid resources (European
Commission, 2005; Equal Opportunities Commissi@®52 Business, Innovation
and Skills Committee, 2013). Policy has been dagett helping employees achieve
a certain ‘work-life balance’. A recent exampletlos has been the extension of the
right of employees to request flexible working @ (RCAS, 2014). There is
continued debate about the effectiveness of ‘widekibalance policies for raising
rates of women in employment (e.g. Lewis and Cainhgk@07). The male
breadwinner model may no longer be relevant, it ¢ghae to the rise in dual-earner
families and single-parent families, but the gerdativision of labour persists (in
public and private) and women are still the primaayers of children and other
relatives (Bradley, 1999, Crompton, 1999). Balagawork and life (i.e. family
responsibilities), even within a more supportivéiggoenvironment, can therefore be
very difficult. Hakim (1996, 2000, 2006) is partiatly dismissive of such policies,
arguing that women are either work-orientated dr Wiomen’s choices and agency
is a key aspect of this debate, although it is gelyeagreed that women’s choices in
employment are particularly constricted and thenizons limited by structural
constraints (Crompton and Harris, 1998; Bradlegat %Glover and Kirton, 2006;
Woodfield, 2007). My research has examined theagioconstraint debate in the

context of voluntary-sector work, and discussedditen elusive ‘work-life’ balance.

The voluntary sector is a clear example of gendgregation at work. It is

dominated by women (horizontal segregation) butetlaee a disproportionate
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number of men in high-level positions (vertical iggation). Gender segregation is
directly linked to inequalities in pay, prospecatsigob protection (Scott, 1994). Low
pay and low status are also features of occupatindsndustries which have
undergone a process of ‘feminisation’ (Acker, 1992Work in the voluntary sector
seems to have been ‘feminised’ by the number of @oworking in it, and also
because it has relatively poor working conditioftse preponderance of women in
the sector could contribute to the continuancésololw status. That a significant
amount of work within the sector is carried outumpaid volunteers, and that the
proportion of part-time workers is higher than ther sectors, could also be a factor,
as work has been traditionally defined as full-tirpaid employment (Taylor, 2004).
In this research | have sought to unravel somaeagd complexities, using the
interview participants’ narratives to examine theys/in which work in the
voluntary sector can be both beneficial and probksrfor women. Drawing on
voluntary sector studies and research on womenvankl | have been able to

identify and fill in some crucial gaps in the resdg which | will discuss next.

Findings and Contributions to Knowledge

My approach in this thesis breaks away from previ@search in that it focuses
exclusively on women and their experiences of worthe voluntary sector. In
addition to studying only women, my methodologidatision to conduct in-depth
qualitative interviews was also unusual. The quativie data obtained from the
Citizenship Surveys, Labour Work Surveys and th&/B@®n the number of women
working in the sector were excellent starting p&itut they could not adequately
explain why more women than men engaged with wotke sector. It was only by
interviewing women that | was able to tease outesomore detailed explanations as

to how and why voluntary-sector work is gendered.

My approach to recruiting and selecting particigamas also unconventional and
provided new perspectives. Previous studies handeteto focus either on paid
employees or unpaid volunteers. Being able to distine experiences of both groups

has made my analysis richer and | was better eqdippexplore the fluidity

228



between paid and unpaid work within the sectoaddition, the women |
interviewed worked in a broad range of roles ancevigom different levels in the
hierarchies of their organisations. Through thisak able to investigate how
changes in the voluntary sector had impacted aariaty of its workers, including its
volunteers, front-line staff, managers and trustBgausing a work-history approach
in the interviews, | could draw on the participamtsperiences of working in the
public and private sectors for comparison, whictieatbreadth to the discussion.
This research is original because although mardiefthave focused on how the
voluntary sector has changed over the last fouadies; very few use workers’
personal accounts to do this, and none have disdussy changes have affected its

female workers specifically.

In my first analysis chapter, Chapter 3, | examihed/ and why the women |
interviewed became involved with work in the volamyt sector. By analysing the
participants’ pathways into voluntary work, | argu@at constraint rather than
choice was more significant in determining womeatsess to work. | also refuted
the assumption that voluntary work is gendered Birbpcause of its link to care
work. | argued that the associations between valyntork, caring and women,
although still prevalent within popular discouraere largely absent within the
interviewees’ personal accounts. Instead, thegntations to voluntary work were
shaped by an early history of volunteering or beeatey found themselves in
circumstances which made voluntary work (paid amglid) both possible and
desirable. These circumstances were often gendetbdt they were linked to the

lived experience of being a woman.

| began by discussing the narratives of those vatban early history of voluntary
work. Their engagement had often started at sclvbeh the participants were
teenagers, and these initial experiences hadl@tstilithin them a desire to continue
voluntary work in later life. Within this discussipl considered the influence of
class and culture. | suggested that Bourdieu’srthebhabitus could be used to
explain why some people participate in voluntarykvand some people do not. |

argued that although socio-economic class andralikxpectations did impact on

229



orientations towards voluntary work, some factarshsas attending a Catholic
school or participation in the Duke of Edinburgh #&w scheme were able to cut
across class lines and produce a habitus. Thesepaeticular conditions and
circumstances which have not been previously ifledtiand give a new slant to the

cultural capital debate.

When discussing why voluntary work might be donesbsne people and not by
others, | also considered whether the intervieviaglsparticular dispositions or
outlooks which made them more likely to seek thpetof work. Religious
motivations are rarely discussed in recent litegatin volunteering, but religious
beliefs did seem to influence a small but signiftcaumber of my participants. The
three self-identified Muslims and the one BuddHistussed their faith and how it
had impacted on their desire to find work in théumtary sector. The women |
interviewed who identified as Christian or had besased Christian discussed how
being part of church activities in their youth tssd in motion their future
participation in voluntary work. Their faith andetbeachings of their respective
churches were not presented as important fact@lggi®us participation was a
medium through which a significant proportion of mterviewees first encountered
voluntary work, and was used as an explanation agy some women felt
compelled to do this work. Yet there was alwaysudtitade of other factors within
these accounts that suggested that religion anibthration of a religious
disposition were only part of the story. Similadypund that some of the
interviewees’ participation in political movemenssich as feminism and
environmentalism, had led them to work in the secthis appeared to have added
an extra motive to their work, and | argued, buigdon Lewis’ (2008) study, that the
voluntary sector allowed them to align their paki beliefs more closely with their
work, compared to other sectors.

A key objective of this research was to test tteiagtion that those in the voluntary
sector are inherently more altruistic. To do thesxmined the interviewees’
apparently altruistic motivations, arguing agaiattthese were gendered, but in a

more complex way than we would perhaps expecsdugised how the participants
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expressed their desires to do something worthvamtesocially valuable, but how
this was ultimately rooted in their own sense &f gatisfaction: they wanted to feel
good about doing good. Using and expanding on Gldi©®97) and Davey’s (2001)
research, | argued that within a restrictive envinent where women are expected
and do accept jobs of ‘lower quality’ (i.e. in tesrmof pay, security and conditions),
women are more prepared than men to look for jdiiswappear to have social

value, and find their job satisfaction there.

When discussing how woman entered into the volyrdgactor as adults, | argued
that there were particular periods in women'’s liwéen they were more likely to
engage in voluntary work. For example, in early mohood when women'’s choices
were limited by childcare and the time they migavé had out of work, volunteering
was one way to gain more experience of the labarket, and was an opportunity
to remain active, socially-engaged and skilled.9dynple included a high proportion
of single parents, and their choices were partibutonstrained in terms of time and
money. For them, the voluntary sector was a lesadband alternative way of

accessing work, something they could ‘fall intohieh would suit their lifestyle.

Retirement is often a peak time when people vokmieargued that this too had
gendered implications. The women | interviewed whad formally retired had had
punctuated careers, time out of employment to kftdr children. Accessing work,
often unpaid, in the voluntary sector in their sdled ‘retirement’, allowed them to
assume new professional identities and build staitisn organisations, which they
might have been unable to do within paid work. Tdffers an updated perspective
on the motivations of women volunteers, demonstgaiiat paths into voluntary
work are often gender contingent. | also highlightee dual burden of childcare
responsibilities and work that women face.

Considering paid workers specifically, | discuss&d groups of interviewees: career
beginners (women in their twenties and thirties wisoe just starting their careers)
and career switchers (women in their forties aftebd who had worked in other

sectors before coming into the voluntary sector-oacker). | argued that within all
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these narratives, rather than making active chpaemnce and circumstance had
been particularly influential in determining thegemen’s career trajectories.
Women'’s career planning, because they often faoe d¢iut of work, is usually more
ad hocand dependent on immediate circumstances. Thercangtchers in
particular did not follow a linear career routerresponding to the way that work is
organised in the voluntary sector and the necessityve a ‘portfolio’ career. By
linking how women construct their careers in gehana how voluntary sector
careers are often structured and organised, | blasg@ suggest why work in the
sector may be more suited to women. When consugi¢hia trajectories of service
users such as Kerry and Fahmida, | argued agaimgémnaer was a pertinent factor.
Not only are women are more likely to be servicersismaking this particular
trajectory more possible, they are more likelydelfopen to taking opportunities to
work in the sector through this channel, withoma@or stigma being attached in
doing so.

Chapter 3 offered new perspectives on women’sairgingagements with voluntary-
sector work and examined how these can be higmgeyed experiences. Women,
like men, make choices about work based on therenticircumstances, but are
constrained in different ways. They may prioritigerk rewards differently and
whether they become mothers or not, are restrizyeziiltural expectations and the
double burden often placed on them. That work ewbluntary sector can be
accessed through relatively informal means sugdleatst has not been fully
formalised and the roles within it are less defittegh in other sectors. Yet because it
retains some aspects of a traditional work settiagk within it can still be a
stepping stone to full-time employment. | argueat this method of progression is
beneficial for women in one way, enabling themdoess work, and certainly for
some of my interviewees, forge successful cardéersi does raise wider issues.
That the voluntary sector is seen as a ‘caringoseatd doubt contributes to its
gender segregation, even if, as we have seen, waiokkers themselves do not
regard what they do as care work. | argued thatigyesegregation also persists
because the pathways into work in the sector dem @pecific to women’s

experiences and are thus gendered.
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In Chapter 4 | used Rubery and Grimshaw's (2004gudision of the factors which
determine ‘job quality’ (employment relations awod jprotection; time and
autonomy; and skills and job prospects) and applieth to voluntary-sector work. |
examined what the participants’ accounts reveabeditawhat the voluntary sector
offers women and why this work might be more suttedromen'’s lifestyles.
Although the sample was varied, | was able to fimdilarities in management style
and ethos across the organisations | focusedsugdested that the women |
interviewed valued the things the voluntary sedidrwell, such as flexible hours,
good working relationships and worker autonomy, tad these corresponded to
what women look for in work more generally. | ardubat the voluntary sector
could be seen as a best-practice example for thgavi€rnment and EU who are
desirous that women’s employment should continuésty as work in the sector
appears to be more accessible and manageable foeny@specially those with
children. | did suggest however that this comess @tice: the maintenance of gender
segregation and the further devaluation of bothuwalry-sector work and women'’s

work within it.

The availability of part-time work in the sector sveonsidered by my participants to
be a factor in why more women than men chooseatbik. Part-time work is

usually associated with ‘bad jobs’ (low pay and poanditions) and part-time
workers are more likely to be marginalised withe tvorkplace and their careers
downgraded. | argued that within the voluntary geqgtart-time work has been
normalised to an extent and some of its more negatiplications had been eroded.
For example, there was more fluidity between paretwork and full-time work,
suggesting that those who worked part-time were @bavoid being labelled ‘only’
as part-time workers. The interviewees’ narratielshowever indicate that part-
time work was often deemed a stopgap and gainiihgjrfiue employment was the
overall objective. In addition, although part-timverk’s higher status within the
sector was perceptible, it was not enough to ntgigéher problems linked to part-

time working, such as lower pay, less stability &wler pension contributions.
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Being able to work flexible hours was more impott@anthe participants than being
able to work part-time. | argued that flexible wioidk was ingrained into the culture
of voluntary-sector work, allowing its workers tivilke a better work-life balance,
which was particularly important to them if theydhehildren. This flexibility was
offered on a very casual basis, dependent onulsednd understanding between
managers and employees. In some cases, it wentranséep beyond flexitime or
home-working, as time off was given to staff wheeit children were ill or they
were able to bring their children into work. ThiexXibility was approached relatively
informally and workers’ experiences varied fromamigation to organisation and
from manager to manager. However, the small sizegdnisations did appear to be
a factor, enabling better communication. The typeark being carried out also
seemed to foster a more family-friendly ethos. $@mne of the participants, being
able to work flexibly meant that they were inclinedwvork over their contracted
hours. | argued that blurring the boundaries betweerk’ and ‘home’ can be
beneficial for some women but can also lead to vindnsification, which in the
voluntary sector context rarely reaps higher rewamderms of status or pay. There
have been relatively few studies which discussitblexworking in voluntary
organisations; my research has demonstrated thrag Bble to work flexibly was

one of the main contributors to women’s sense lofs@tisfaction in this sector.

This analysis of the sector’s working conditionsugght to the fore its other
attributes, discussion of which has been absemtanious studies. Returning to
accessibility, | discussed how voluntary organmaiappeared to be more open to
people who have had disrupted careers (e.g. thheehawve taken time off to have
children) or who have less formal education. | ®sfed that this could be why the
voluntary sector was particularly accessible to wonBuilding on Rebecca’s
suggestion, | also argued that the relatively l@ay within the sector can make
employment in the sector seem more attainable éon@n, who, in general, have
lower expectations of what they can achieve. Anoith@ortant aspect which |
identified was the strong focus on developing aathing employees and volunteers.
Organisations appear to appreciate that their wenkeght enter into the sector

through more informal routes, and be more williagffer tailored training and
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personal development opportunities as a resuthignway, the voluntary sector is
potentially more open to women, who are more likeljrave non- traditional, non-

linear careers.

In general, voluntary organisations have flattgfanisational structures, and there is
less wage disparity between top and bottom eatharsin other sectors. | argued
that this could be particularly appealing to womemevidence suggests they prefer
flatter structures and are more successful witthémt. My findings indicated that
progression in the sector was more sideways rétla@rupwards, which is a career
trajectory more closely associated with women. Resgjon was initially quick, but
due to the small size of many organisations, tlirosenior roles may have to move
to the public sector or take a cut in pay and stdtthey want change. | argued that
the flatter hierarchies of the voluntary sector cegate a more communicative and
egalitarian work environment, but they also meant there is usually only one
person at the top, which can lead to ‘burnout’. Téren ‘burnout’ was initially used
to describe the phenomenon of meltdown and extethaustion in health and
social care workers, but my argument that the ssmadl of voluntary organisations
and their flatter hierarchies were major contrilbbyti@actors was new, and constitutes

an original contribution to knowledge.

The freedom, creativity and autonomy workers repathin the voluntary sector has
not been addressed in detail elsewhere. Thesadsadafinitely added to the
interviewees’ sense of job satisfaction. Compasseare made to the public sector
where they often felt stifled by bureaucracy arattion. | argued that the
‘voluntary’ aspect of work in the sector, even whesrk was paid, promoted an
environment of freedom and autonomy. Again, worleggeared to benefit from the
lack of role definition within these less sociatisgorkplaces. The interviewees
inhabited multiple roles within their organisatipasd enjoyed this, but there was

evidence that it became problematic to perform ipleltroles long-term.

There has been some research on risk in the vojuseator (see Baines et al., 2012)

but my analysis specifically discussed how womerkexs respond to risk and job
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insecurity. | was surprised by the intervieweegeptance of job insecurity,
especially as their organisations were often vepetident on temporary funding
streams. | argued that the job insecurity was miéig by movement and the fluidity
of workers between organisations. The women | wgred could live with the risk

if their organisations were perceived to be doiggad job, but this meant that they
side-lined their own long-term security, and weygslconcerned with aspects such as
job protection and pensions. These findings werepaiible with other research
which suggests that women do not prioritise jolusgg partly because women, due
to childcare responsibilities, are more accustotogeeriods of unemployment or
underemployment. | identified an extra factor withny analysis, arguing that it is
more acceptable for women to be dependent onpheiners or the state, which

enables them to be more ‘risky’ in their work clesc

Chapter 4 is a key original contribution to knowgedas no previous research has
examined working conditions in the sector in orediscuss what it offers women
specifically. Throughout the chapter | highlighteéeé ways in which voluntary work
is aligned to women’s work prioritisations and s$ifides. My finding on how a work-
life balance is achieved in the voluntary sectootigh anad hocapproach to
flexible working based on trust is significant dmak policy implications. If the
traditional full-time model of employment, with dieéd roles and occupations,
disadvantages women in the labour market, themtaty-sector work does appear
to offer a better solution, as the boundaries betweork and home are more
blurred, and paid employment can fit more easity their lives. Yet | have shown
that within a wider environment which is still tloighly entrenched in traditional
masculine work culture, the conditions which atti@wd keep women within the
sector both produce and are symptomatic of tharmeed marginal status of

women’s work.

In Chapter 5, | examined the history of the voluptector from 1978-2012 using
the personal accounts of those who worked in itrk&ic’ narratives are rarely used
when exploring the development of the sector and/drkforce (for example

Rochester, 2013). | analysed how workers respotwsimgnificant changes such as
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increased professionalism and bureaucracy andotihelex feelings they had
towards them. My findings did not directly contretdprevious research but did add
nuance and detail to this history. In particulanvestigated how these changes have
explicitly affected its female workforce and thatss of women’s work within the

sector.

Since 1978, the voluntary sector has expanded evelaped almost beyond
recognition, primarily due to state support. Tlasearch discussed the experiences
of women who worked in voluntary organisations, tyye and size of which had
particularly benefitted from increased governmemiding, and which were situated
in a location, Bradford, which since the 1980s Ibeen the focus of several
regeneration initiatives. This means that the impéthe voluntary sector’s
expansion was likely to be very pronounced withyparticipants’ accounts,
enabling me to examine the recent evolution ofseieor in sharper focus. | argued
that this close and dependent relationship withsthge was crucial to its
development. Drawing on my interviewees’ narrativetescribed the voluntary
sector as a child, who had to ‘grow up’ and begiemmulate the behaviours of the
public sector in order to survive. This included¢d®ing more professional,
bureaucratised and accountable, features which gré&& more important as
successive governments moved towards ‘welfare jdutaand away from grants to
contracts, increasing competition within the sedfdéithin this environment, the
divisions between the voluntary and private sectss became less distinct, as
voluntary organisations were compelled to becomeertusiness-like’, streamlined
and efficient. My findings show that workers pevesl these changes as necessary to
make their organisations more sustainable but weneerned that they had had a

detrimental impact on the sector’s ethos.

The growth of the voluntary sector has gone hartthimd with an increase in the
number of paid employees. In 2012, a career ivdthentary sector was possible,
whereas in 1978 it would have been more uncertargued that within the
interviews there was a narrative of progressiontjqadarly with regard to

professionalisation, which was used to indicatdéiggimacy of work in the
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voluntary sector. | suggested that this had gemdenplications, as the makeshift,
caring and more ‘feminine’ aspects of voluntarytsework are giving way to a
more ‘masculine’ career style. | also argue thatdtive towards becoming more
competitive and ‘business-like’ within the sectasshmade its work more acceptable
for men. For some interviewees, the mainstreamirigeosector meant that it was no
longer at the ‘cutting edge’ and had been depdéit. Politics in the sector is
seldom discussed within voluntary sector studiasnty findings illustrate that
politics, and in particular gender politics, is yenuch entwined with the history of

the sector’s development.

The second half of Chapter 5 focused on how thentaly sector had changed since
the 2008 financial crash, the 2010 General Elediwhthe austerity measures which
followed. There is some emerging research (for @pafinnegan, 2014) on the
effect of government cuts on voluntary organisaj@ithough these have
predominantly focused on the impact on servicessandce-users rather than the
workforce. | began by examining the participanfen ambivalent responses to the
idea of the ‘Big Society'. | found that they werager for the voluntary sector to
have a higher status, but regarded the ‘Big Socagfgnda within this current
environment as a cheap fix, an attempt to try tondoe with less. Other research has
discussed what voluntary-sector workers think albioeitBig Society’ (for example
Macmillan, 2013b), but tends to only capture tr@mg of managers, whereas | was

able to incorporate responses from a range of wsrkecluding volunteers.

| argued that welfare cuts, cuts to government dipgnon the public and voluntary
sectors and the top-down reorganisation of the M2 had a very unsettling effect
on my interviewees and the organisations they wbmeAccording to the women |
interviewed, many organisations were facing fundints and there was an increased
pressure to become more ‘business-like’ and swtdnbut | found that it was
uncertainty about the future which was particulagtructive. The significance of
the relationships between a number of voluntargoigations and the local NHS in
Bradford was very striking, as the intervieweegassed the challenges their

organisations faced within this new commissioningi@nment. | would argue that
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this demonstrates the need to explore voluntapsebanges from a local
perspective in order to understand them fully.

As organisations were under threat so too were Waikforces. The insecurity of
work in the voluntary sector, already quite highp@ared to have increased as
interviewees described colleagues and friends veladdst their jobs and the ever-
present threat of redundancy. | used their accdortentextualise research which
reported that recent job losses in the sector Hasproportionately affected women,
and argued that women'’s work was particularly vidbée within the current
climate. The interview data also suggested thaethad been a deterioration in
working conditions, as organisations were expetatb more with less funding,
putting further pressure on their staff. Traininglgets had been cut, and there
appeared to be a more restricted movement of weolk&iveen organisations which
was problematic, particularly as finding work irethublic sector became less
probable. Drawing on my analyses in Chapters 3amavas able to argue that the
very features of the voluntary sector which womalugd and which made its work

accessible to them were under threat.

In Chapter 5, | traced the transition of the volumtsector from a loose collection of
organisations into a more established and profeaks®d sector, using workers’
narratives. This offered an original and nuanceelaew of the sector’s
development. | demonstrated that workers were figivested in the relationships
between their organisations and the public seattting an extra dimension to my
discussion about the sector’s interaction withdtate. Most significantly, |
established that within this period of voluntargtee expansion, there existed an
ongoing conflict between the need to retain theseamd ethos of the voluntary
sector and the need to ‘grow up’, and become martegsional and accountable. |
also suggested that within this traditionally feis@d labour market, there was the
desire to gain legitimacy and status by emulatimgy @lopting the characteristics of
‘masculinised’ work. Whatever success had beereaediin this regard comes
despite the fact that working conditions had ndétiGently improved to match.

Furthermore, recent changes threaten to weakentmorsdfurther, leading to
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questions about the wisdom of this desire anddhg-term viability and status of

women’s work in the sector.

The main contribution to knowledge | have madehia tesearch has been to
produce a better understanding of the complex wetsvoluntary-sector work is
gendered. | have been able to identify the pathwagsvoluntary-sector work that
are specific to women’s experiences. | have alsoatstrated how working
conditions in voluntary organisations are more catifgybe with women’s lives and
more aligned to their work prioritisations. | haa&en a historical approach to
investigate how changes in the voluntary sectoehanpacted on its workforce, and
women in particular. Throughout this thesis, | haged my research on the
voluntary sector to discuss issues that are comm@aromen more generally at
work. | have added to the choice/constraint delsatggesting that women are
motivated to a greater degree than men to see{azton from their work and to a
lesser degree than men by the need to seek finaegiard and hierarchical status.
Of paramount importance, though, is that their wadrkices are limited by the
burden of domestic responsibilities such as chrleldademonstrated that caring for
children and, to some extent, other dependentvetahad a long-lasting effect,
restricting women’s choices throughout their wogkliives and beyond. | have
shown that these are the overriding factors the¢ Ipushed women into the
voluntary sector. By analysing the structure ofibkintary sector, | have indicated
how paid employment outside the sector could beebstructured to suit women, to
alleviate the phenomenon of those with caring resimilities dropping out of the
labour market, or facing a ‘downgrading’ and beumgble to progress. | have added
to the discussion on the feminisation of laboundliing in the sector a discord
between the feminised working conditions and thasauline’ ideals and aspirations
of organisations and workers. More than anythihig, tesearch highlights the
complicated interactions between gender and wodkila& need to rethink how

labour is organised if women are ever to achielieuaequality.
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Future Research and Final Remarks

This thesis has filled in essential gaps in theaesh on the voluntary sector and
women’s work, but has also opened up new questindgossibilities. The
voluntary sector is a ‘loose and baggy monster’ @tittbugh my research has
focused on a substantial part of the sector, itldvbe valuable to broaden the field
of study and conduct interviews with those who wiorkarger organisations at a
regional or national level. Such research mighegtigate how these workers’ entry
paths differed from the women | interviewed and pane working conditions. |
suspect that within these larger and more mainsti@ganisations some of the
features which | identified within my research, sas the service user trajectory or
the ‘family friendly’ working environment, would Hess observable. A further
expansion could be to interview men who volunteetapaid work in small-to-
medium-sized organisations. This would enable nwtopare the accounts of
women and men, to see how where their experieneesyedd, and what particular

factors attracted men into this work.

As with most research projects, this study was seardly constrained by time. The
women | interviewed had all had relatively positesgeriences of the voluntary
sector, and had been quite successful within tregious roles. This was perhaps
because those that respond to a call for partitsdéee mine are likely to be a
particularly engaged group. If | had had more tand space | think it would have
been advantageous to interview women who view \talyrsector work in a
different light and who are perhaps more ambivaddaut its benefits. To do this, |
would have to take a more ethnographic approaameirsing myself within
organisations, forming relationships with workersrder to target certain women
for interview. | think this could have added funtliepth to my analysis, revealing
the extent to which voluntary-sector work is coregruwith the lives of a more
diverse range of women. As a significant portiorthi$ thesis focused on voluntary
sector change and | conducted the interviews dwaitgbulent period, another way |
could develop this research further would be toterview the participants. Going

back and asking the same questions three or figesyadter the first interviews were
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conducted, would allow me to understand more fille/repercussions of the most
recent financial crisis, and discuss what has cbadimgthe voluntary sector and what

has not.

If full participation of women in the labour markistto be realised then it is essential
for employers and policy makers to establish womspécific needs and enact
changes to enable them. The voluntary sector hlisy key lessons for those
willing to learn from it. Far from being a sideshatwmay contain the knowledge
and cultural seeds of how to reorganise the fubtfitabour in a more gender
equitable way. Both paid and unpaid work in theumtdry sector clearly has many
advantages for women, bringing some women closachaeving the elusive ‘work-
life balance’. There is a danger that this modelad e lost, as the pressure from
within and without push the sector into adopting Work patterns of the more
‘masculinised’ public and private sectors. Shounid tontinue, the benefits and
satisfaction that voluntary-sector work offers wanmeay no longer be able to

mitigate its drawbacks.
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APPENDIX A: E-MAIL USED TO RECRUIT PARTICIPANTS

To whom this may concern,

My name is Bridget Lockyer and | am a first yeaDP®tudent at the Centre for
Women'’s Studies, University of York. | am reseanghivomen’s experiences of
working and volunteering in the voluntary sectoan looking to interview women
who work or have worked as paid workers or volurgedthin a voluntary or
community organisation in the Bradford area. | aterviewing women between the
ages of twenty and seventy. The interviews willsisnof a ‘working life’ history,

will last approximately 1-2 hours, and would takage at a time and place
convenient to the participants. | would appreciaieyou could circulate this letter
within your organisation. If anyone is interestadeing part of this research, or
would like some more information, please e-mailahéel503@york.ac.uk

Best wishes,

Bridget Lockyer

Centre for Women'’s Studies
University of York

York
YO10 5DD
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APPENDIX B: PARTICIPANT INFORMATION SHEET

You have been asked to take part in a researclepto] his sheet offers some basic
information about the research project and whatiit entail. Please take some time to
read the following information, and feel free tkasy questions.

Project Title: Women in the Voluntary Sector in Bradford.

Summary of the project

| am researching women'’s experiences of working\aoidnteering in the charitable sector.
My research will examine why women working withing sector have ‘chosen’ this type
of work (paid and unpaid), what they are motivdigand will explore how the culture of
charity work may be changing. | am interviewing wamwho work or have worked as paid
workers or volunteers within a voluntary or commymrganisation in the Bradford area.
The interviews will consist of a ‘working life’ higry. These interviews will form the basis
for PhD research taking place at the Centre for \WomStudies, University of York.

What does the interview involve?

This project requires participants to partake inrderview lasting for approximately one or
two hours. This interview will take place at a tiar@d place convenient to the participant.
If you feel uncomfortable at any time during theemiew you can ask for the interview
topic to be changed or be terminated.

Consent

Taking part in this project is completely voluntalfy after reading this information sheet,
you decide that you want to take part, you wilisggconsent form. However, you can
withdraw your consent at any time, and you will have to provide a reason for your
withdrawal. By signing the consent form, you corigerhaving (anonymised) material
from your interview reproduced in my PhD thesis ang related publications or talks, e.g.
journal articles, book chapters and conferencensapefull copy of the thesis will be
available for reference to research students aC#rere for Women’s Studies and in the
University of York library.

Confidentiality

Any information collected about the participantvaié kept confidential and private. Full
anonymity is ensured, and the participants wilabsigned pseudonyms. Data generated by
the study must be retained in accordance with thigeusity of York’s policy on Academic
Integrity. | will store all the interview data (r@@ings, transcripts etc.) under their
pseudonyms, to retain anonymity. The only people whl have access to the interview
data will be my supervisor (Professor Gabriele figifand 1, and it will be stored safely on
our personal accounts within the University of Yodtwork.

Contacts for Further Information

If you have any queries or concerns regardingréissarch project, please contact either
myself, Bridget Lockyer at bel503@york.ac.okthe supervisor for this project Professor
Gabriele Griffin,_gabriele.qgriffin@york.ac.uk

Thank you for taking time to read this informatisimeet.
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Bridget Lockyer

1°' May 2012

E-mail: bel503@york.ac.uRhone Numbe (| EEEGEgG:47

Postal Address: Bridget Lockyer, Centre for Womestisdies, Grimston House, University

of York, York, YO10 5DD.
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APPENDIX C: CONSENT FORM

Project Title: Women in the Voluntary Sector in Bradford

Researcher: Bridget Lockyer, PhD Candidate at &€ for Women’s Studies,

University of York.

Please tick box

Yes No

| confirm that | have read and understand the m#fgion sheet for
the above project and have had the opportunitgkajaestions.

| understand that my participation is voluntary dmak | am free to
withdraw at any time, without giving reason.

| agree to take part in the above project.

| agree to the interview being audio recorded.

| agree to the use of anonymised interview quatdbe PhD thesis|
and other related publications or talks.

| agree that the data gathered in this study (tlokoarecordings ang
transcriptions of the interviews) will be storecdbagmously and
securely on the University of York’s network, arahanly be
accessed by the researcher Bridget Lockyer anduparvisor
Professor Gabriele Griffin.

Name of Participant Date

Signature

Name of Researcher Date

Contact Details:

E-mail: bel503@york.ac.uk
Phone Numbe || R 47

Signature

Postal Address: Bridget Lockyer, Centre for Womestisdies, Grimston House,

University of York, York, YO10 5DD.
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APPENDIX D: INTERVIEW SCHEDULE

Paid workers:

« How did you get into work in the voluntary sector?
-Working life history/touch on early life, what loknces people had
-Motivations (personal, political, economic, sogcialigious, moral)
-Personal circumstances when getting into this wWfaakily obligations,
age etc.)

» Experiences of working in the sector
-Gender equality
-Pay
-Career progression
-Personal benefits
-What makes the voluntary sector different/unique?
-Why do you think more women than men work in gestor?
-How do you think the voluntary sector has changest the last forty
years?
- How have you negotiated any changes?
-What are their experiences of working in othemuwbéry organisations,
do you find the ethos and structure of organisatimeans that are very
varied?

« How does work in the voluntary sector compare teptvork experiences?
-Job security
-Financial rewards
-Compared to private sector?
-Compared to public sector?
-If not had any other experience, why? And how do yiew work in
other sectors?

Volunteers:

* How did you get into volunteering?
-Working life history/touch on early life, what loknces people had
-Motivations (personal, political, economic, socialigious, moral)
-Personal circumstances when starting voluntarkwf@amily obligations,
age etc.)

» Experiences of working in the sector
-Gender equality within the organisation, how deytkreat volunteers?
-Would you want to get paid for your work?
-Work experience
-Personal benefits
-What makes the voluntary sector different/unique?
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-Why do you think more women than men work in gestor?

-How do you think the voluntary sector has changest the last forty
years?

-How have you negotiated any changes?

-What are their experiences of working in othemuwdéry organisations,
do you find the ethos and structure of organisatimeans that are very
varied?

* How does work in the voluntary sector compare teeotvork
experiences/life experiences?
-Compared to work in the private and public se&ors
-If not had any other experience, why? And how do yiew work in
other sectors?
-Compared to other life experiences, offering infat help, community
groups, school-related activities (e.g. PTA), hekletc.

Ways to frame the questions

* How would you describe...?
* Tell me about...
e Can you give me an example of...?
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APPENDIX E. MINI -BIOGRAPHIES OF PARTICIPANTS

(Please note that participants’ paid worker/volunter status was based on their
current or most recent role at the time of interviev. Paid workers may have
been volunteers in the past and vice versa. | hateed to indicate these histories
in the biographies)

Paid Workers

Amanda was thirty years old and worked for an organisatidich supports other
voluntary organisations in the local area. Shegragiously worked for voluntary
organisations which support young offenders, dnayacohol users and homeless
people. She worked part-time (4 days a week) adchbachildren.

Angela was fifty-two. Her first experience of the voluntaector was volunteering

at a youth and community centre. For twelve yehesvgas the chief executive of a
youth charity in the Bradford area. At the timargerview, she worked as a manager
for a large housing association in Bradford. Shattheee grown-up children.

Anna was sixty and had children. Her parents were Raofiggrants in Bradford and
she speaks fluent Polish. She had worked as a lsifzmher, been self-employed,
and at the time of interview worked full-time atrental health charity.

Ayeshawas thirty-one. She had no children but was ardarener elderly parents.
She worked full-time in a local charity which prdes practical support for disabled
people and disadvantaged groups. She previouslyaddor a national charity
which focused on older people from BME communitteise identified herself as a
Muslim.

Christine was fifty and a grandparent. She brought up hegkir as a lone parent.
She runs her own business now, but previouslyseind managed her own arts
charity for ten years.

Diane was forty-five and had children. She had worketetail before volunteering
for an advice organisation and getting a paid ferd. She had also worked for a
charity which supports carers. At the time of imtew, she was a business coach for
a council and EU funded social enterprise.

Ellie was forty-five years old and was the lone parénii@e children. She was a
landscape architect, and had worked in privatetipga local authority and since
1995, three different charities. She had also welered for a charity supporting
struggling families, at her children’s school and $everal conservation projects
abroad.

Fran was thirty-two. She had volunteered for a chastigne support service. Her
first paid role within the voluntary sector was Wwioig as a part-time youth worker
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within a health charity. She had had recently maeesknior management position
within the same organisation.

Haleemawas twenty-nine. She worked full-time for a yod#wvelopment charity
where she manages a small team. She identifiedlhassMuslim.

Janewas forty-six and had two children. She had woriketthe private sector but
left when she was pregnant with her first childteAthis, she had several part-time
jobs, re-training in adult education and workinghnpeople with learning
disabilities. She then worked for the NHS. She fezeéntly formed her own social
enterprise.

Kerry was thirty-seven and had four children. She haahlzeservice user of a
charity before finding paid work for an organisatihich supports lone parents. She
had since attained senior jobs. She was currentsecondment, working for an

older person’s charity.

Rebeccawas forty-six and had children. She had worked\atdnteered for several
domestic violence, education and health chariég had also worked in the
housing sector for the local authority. At the tiofanterview, she had recently
returned to the voluntary sector after six yearskimg for the local authority.

Volunteers

Claire was fifty-one and had one child. She worked alllds manager. She
volunteered at a rape support service from 1985t 1093.

Gillian was fifty-six and retired. She was born in the U84t had lived in the UK
since the late 1970s. She had worked as a Christiaister and then in several
charities in Bradford, including a women'’s refugmaiGty, an interfaith charity, an
arts charity and she managed a community centrtheAime of interview, she was
active board member of a museums’ charity.

Grace was sixty-two and has adult children. She worked ariter and freelance
journalist. She had just finished volunteeringddocal organisation which works
with elderly people with physical disabilities. Stad volunteered as a befriender
and as a worker in one of their social centres.

Jessicawas thirty-three and was born in the USA. Shedwde to the UK to do a
PhD over five years ago. She did quite a bit otiatéering, primarily in South Asian
women's community centres. She identified herseBaddhist.

Kathleen was sixty-four and retired. She trained as a tefaichthe 1960s. She
volunteered and worked for a women'’s refuge inli#®e0s and 1980s. She was a
paid worker from 1988 until 2004 for a charity imaiford which focused on
education and basic skills training. She voluntedéoe a homeless charity. She had
three children, seven grandchildren and was divbrce
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Rosewas sixty-seven. She trained and worked as a pyis@nool teacher, giving
this up when she had children, although she digrmdb this for a few years. She
was a trustee of several charities and chairs @ichaired the management
committees of a number of charities. She had ats&ed as a non-executive
director for the NHS.

Shirley was seventy-four. She had previously worked asehter and as an
educational advisor for the council. She had baealved in community work since
the 1980s, most predominantly setting up a comrjuaihtre in her local area. She
had been involved in various peace projects, chgrobps and had worked as a
school governor. She had six children (as welleagal grandchildren and great-
grandchildren). She identified herself as a Claisti

Suziewas sixty-three and had children.. She had doragiaty of voluntary work,
paid and unpaid, including youth clubs, women’stige; brownies and scouts,
HIV/AIDS work, and joined a rape support serviceaaslunteer when she moved to
Bradford in 1998. She has since had paid rolesimiths service, but now
volunteers on their management committee. Shedtadd from paid work. She
identified herself as a lesbian.

Paid Workers and Volunteers

Fahmida was forty-three and she had three children. Stsetrained as a medical
technician and worked in the NHS before havingdingidren. She started
volunteering when her children were young and tiaig led to paid work within
community centres. She volunteered as a schoolrgovand for a walking charity.

Fiona was forty-five and had worked at the same mentaltheharity for nine
years. She had previously worked for social sesvared was a qualified social
worker. She volunteers at a local community ratidian.

Karen was twenty-four she had two paid posts, both pae; within the same
asylum seekers’ charity. She also volunteered ayeadveek at a day centre for
asylum seekers, a local branch of national charity.

Laura was twenty-eight. She worked at a local environnebatrity. She had had a
variety of jobs, all within the environment sector charities, land trusts, FE
colleges and the council. She had volunteered amenous environment projects.

Louise was forty-four and had children (one young and axhalt) and grandchildren.
She worked part-time as a community developmenke&raand volunteers for a local
park project. She had previously worked for thala@ouncil.

Nasreenwas thirty-eight. She had worked full-time for tweeyears for a social

enterprise which owns a community building in Badfand runs several health
projects in the area. She was also a board menhladooal community college and
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was on a committee which organises community evarisadford. She identified
herself as a Muslim.

Natalie was thirty-seven. She was married and had recadtipted two children.
She had volunteered since she was a teenagerraughiout university. She had
worked in the private sector but for the past aebeyears she had worked as a youth
worker for a medium-sized voluntary organisatiamj aow had a senior
management position. She still volunteered, runaisgiall youth group. She
identified herself as a Christian.

Rokeyawas fifty-eight and had four grown-up childreneStad worked in Social

Services, for a large advice organisation and veasthe manager at a community
advice centre. She had also been on the board/efadenanagement committees.
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