The Assessment of
Training Needs of
Small Community and

Voluntary Organisations

Research Report and
Recommendations

October 2024




Minister’s Foreword

| welcome the publication of the three Training Needs Assessment Reports and note the recommendations
in each.

The government’s five year strategy to support the community and voluntary sector in Ireland 2019 — 2024,
Sustainable, Inclusive and Empowered Communities, sets out a long term vision for government policy and
support in relation to community and local development, and the community and voluntary sectors.

At its core, the Strategy contains a number of actions relating to the training needs of local community
development committees (LCDC), the community and voluntary sector and the boards of charitable
organisations.

These Training Needs Assessment reports set out a range of recommendations to identify and meet the
training needs, implement a formal programme to meet these needs, and support capacity building in
groups and organisations. As the assessment of the training needs of the LCDCs was completed at an earlier
date, some elements have already been delivered, such as guidance on the development of local economic
and community plans (LECPs), inter-cultural awareness and engagement of marginalised communities in
local planning processes.

This government greatly values the role played by the community and voluntary sector in the provision of
services to all in our communities. | would like to thank Pobal, on behalf of my Department, and in
consultation with the members of the Training Needs Sub-Group (The Wheel, Community Work Ireland,
ILDN, Academia, the CCMA, PPNs and Departmental colleagues) of the Cross Sectoral Group (CSG), who
were tasked with carrying out research into the specific skills and training needs and identifying how gaps
may be addressed.

Following on from the signing into law of the Charities (Amendment) Act, 2024 earlier this year, the
provision of governance training to charity trustees is particularly important.

There are an estimated 29,000 non-profit organisations operating in Ireland, in addition to over 11,500
charities registered at the end of 2023. There are thousands of people from all backgrounds who volunteer
their time, skills and expertise to sit on the boards and management committees of these organisations, as
well as working in every community and supporting people in a myriad of ways.

My department will continue to work with colleagues across Government and with representatives of the
community and voluntary sector to implement the recommendations in these reports. When roll-out
commences, it will have a very positive and beneficial impact for participating groups and organisations, all
of which make a vital contribution to Irish society.

Joe O Brien

Minister of State with responsibility for Community Development,
Integration and Charities
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Executive summary

Overview and context

In 2019, the Department of Rural and Community Development published “Sustainable, Inclusive and
Empowered Communities: A five-year strategy to support the community and voluntary sector in
Ireland 2019-2024”. The strategy “sets out plans to create vibrant, sustainable, inclusive, empowered
and self-determining communities that support the social, cultural and economic well-being of all
members” (p. 10). An important part of the strategy is supporting education and training opportunities
and the development of the capacity of the sector across a range of areas such as community
involvement in decision-making, supporting communities and delivery of key policy initiatives. On the

foot of the strategy, three distinct research projects were designed to assess:

¢ the training needs of Local Community Development Committees (LCDCs) in preparation for
the development of the new Local Economic Community Plan (LECP);

o the skills gaps of voluntary boards of mid-sized organisations; and

o the skills gaps across smaller community and voluntary groups.
This report presents the results of the third and final project assessing the skills gaps across smaller
community and voluntary groups, specifically aiming to support the implementation of Action 2.1" and
2.22 of Sustainable, Inclusive and Empowered Communities. It examines the training needs of staff,
both paid and voluntary, in small community and voluntary organisations in Ireland. It aims to identify
the key skills gaps experienced by those working within these organisations as a whole, whether there
are differences across smaller and larger organisations, and whether there are differences in skill sets
between volunteers and paid staff. Further to this, it examines what supports are currently available
and what further supports are required. The research aims to provide information about current

training needs and assist in designing capacity development interventions.

It is acknowledged that some recommendations arising from this report are also applicable to larger
organisations and registered charities. There will also be some overlap with the report examining the

skills gaps of voluntary boards of mid-sized organisations.
Methodology

The project employed a mix of research methods to assess the skills gaps across small community

and voluntary organisations, including:

1 “Support community groups and organisations to identify and meet their training needs, and implement a formal
programme of training (including governance training) to meet these needs and support capacity in groups and
organisations.”

2 “Design, promote and implement a comprehensive programme to support capacity among leaders, board members and
volunteers of community and voluntary organisations, including voluntary board members of local development and
community development organisations.”



¢ a literature review on topics related to the training needs of small community and voluntary
organisations;

¢ an online survey of organisations providing training to community and voluntary
organisations; an online survey of volunteers, staff and management of community and
voluntary organisations; and

« focus groups and interviews with training providers, as well as volunteers and staff from

small community and voluntary organisations.

Key findings

Profile of survey participants: training providers

e The majority of training providers who responded to the training providers survey were Local
Development Companies (66%), 18% were PPNs and 16% were national organisations. Of
the nine national organisations invited to complete the survey, two did not submit a completed

response, however one of these participated in the semi-structured interview.

Profile of survey participants: small organisations

e Over half (54% or 483) of survey respondents belonged to an organisation with two or fewer
paid staff in either full time and/or part time positions. The remaining organisations are defined
in the report as ‘other’.

e The vast majority of small organisations have volunteers, with 94% of respondents from these
organisations reporting that at least three individuals volunteer regularly.

e One in three respondents from small organisations (34%), identified the legal status of their
organisation as Company Limited by Guarantee, a further third (34%) as Unincorporated
Association, while 31% were not sure of the legal status of their organisation.

e The majority of small organisations (61%) were registered with their Public Participation
Network, 31% with the Charities Regulatory Authority and 24% with their Local Volunteer
Centre.

e The small organisations to which survey respondents belonged, were engaged in 16 different
types of activity. The three activities most frequently cited were: community and local
development (42%), sports and recreation (16%), and health and wellbeing activities (9%).

e Almost two out of three (62%) of the 483 survey respondents belonging to small organisations
were female. Just over three quarters (76%) were aged 45 years and older.

e The educational attainment of respondents from small organisations was lower than of those
who were engaged in larger organisations referred to as ‘other’. One in three respondents
from small organisations (31%) have achieved a degree level or postgraduate qualification,

compared to 66% of those who belonged to (larger) organisations grouped as ‘other’.



e Most survey respondents from small organisations identified their role as either a
trustee/board or committee member (50%) or volunteer (34%).

e Just over half of the survey respondents from small organisations (52%) had been working or
volunteering with their current organisation for at least six years, and one in three (35%) had

been with the organisation for 10 years or more.

Existing training provision

o Between September 2021 and September 2022, training providers reported 733
inputs/programmes had been delivered, with up to 23,566 participants taking part in these
programmes. For the most part, these were delivered to small groups of between 1-25
attendees.

« Training was provided across all topics listed under the five themes? in the questionnaire by
at least some providers. The most common programmes offered by providers were under
the topics of strategic planning, social media and public/media relations, and business
planning. By comparison, how to access information under FOI and crisis management were
the least frequently offered programmes, followed by website maintenance and public
speaking.

e Almost one third of training providers (32%) offer places on their courses to anyone who
signs up, with further 32% offering training courses to volunteers and staff of any community
and voluntary organisations.

e The majority of organisations advertised their courses via their website (84%), social media
(82%) or email newsletters (75%). Amongst sources that were grouped as ‘other’ were local
networks, direct marketing via email and phone calls, word of mouth, and communications
with specific groups.

e Three in five providers (59%) stated that their main funding for training came from
government/public or core funding. A further 27% reported funding came from specific
government grants or programmes. The most common method that training providers
offered programmes through was in-person classes followed by online ‘live’ programmes.

e Representatives from LDCs and PPNs offered a range of insights and opinions through the
focus groups around the gaps as well as the barriers they observed regarding the training
provision for the small community and voluntary organisations. The main ones related to (a)
the capacity of the individuals in the community and voluntary sector to participate in the
training, due to either availability of time, cost of training, or access issues; (b) the range of
training options available to the small community and voluntary organisations and its

suitability to the needs of organisations; and (c) systemic issues impacting training.

3 Training themes: operational matters, compliance, management and governance, communications, and ‘other’ training.
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Training needs of volunteers, staff and management of community and voluntary organisations

« The survey respondents were asked whether they required training across 36 topics under
five themes: operational matters; compliance; management and governance;
communications and ‘other’.

o Three quarters of respondents from small community and voluntary organisation reported
that they required training. The highest demand for training was for topics under the ‘other’
theme (77%), while the lowest demand was for topics under the theme of compliance (70%).

« The training on grant applications was required by the highest proportion of respondents
(91%), while the topic with the lowest interest was registering as a charity (49%).

« The findings from the qualitative focus groups and interview data confirm that there is a
strong need for training for small community and voluntary groups, particularly those with no
paid staff, and those in rural areas. The need for Equality, Diversity and Inclusion training
and specifically the emerging need in relation to managing and responding to the ‘far right’
agenda with regards to the integration of refugees into local communities was raised as a
very significant need in two of the focus group discussions.

« Overall, while there are many training areas that are beneficial to all organisations in the
community and voluntary sector, the training needs of small community and voluntary
organisations are dependent on the nature of the work being carried out by the organisation.
For these organisations, their focus is on improving their understanding of their own sector,

target group, or charitable activity.

Training experience and preferences of volunteers, staff and management of community and

voluntary organisations

« In small community and voluntary organisations, 40% of respondents stated that they had
never attended training in relation to their role. Of those who had attended training, they
were more likely to be paid members of staff.

« Just over half of those from small organisations who have never participated in training
(52%) were trustees/board or committee members.

« While multiple channels of advertisement were utilised by training providers, a lack of
reliable and easy access to information about training was identified as the key barrier to
participation in training by staff in community and voluntary organisations, with two in five
respondents unaware of available training. Another barrier identified was that training was
not held at a time that was convenient for attendees. Staff also reported they did not have
the time available to devote to training.

o The cost of training was also identified as a barrier, with community and voluntary

organisation respondents stating that organisations did not have an available budget/funds



for training, training being too expensive, and the additional costs associated with training
such as accommodation and travel.

Barriers identified by training providers participating in the research were a lack of reliable
information about training that could be easily accessed and also a need for strategic
direction and collaboration at a local level relating to planning for training provision.

Survey respondents belonging to small organisations who reported accessing training,
participated in training delivered by a variety of organisations. Just over one third of
respondents (34%) attended training delivered by national providers (Boardmatch, The
Wheel and Carmichael), 32% indicated other providers*, while 31% and 30% of respondents
participated in training by Local Development Companies and Public Participation Networks
respectively.

The highest proportion of respondents availed of training on grant applications (33%),
followed by GDPR (30%) and Charities Governance Code and compliance (28%). The
topics with the lowest uptake by respondents included FOI and access to information (4%)
measuring impact (5%), resilience and website maintenance (6% each).

Interactive training delivery formats were preferred by training attendees, regardless of the
training being in person or online. Peer-support in learning was highlighted as a key element
of training by focus group participants.

Despite its popularity as a training delivery format, online training and connectivity were
identified as potential barriers for older training attendees and those in rural areas.
Respondents indicated that they preferred to attend training during the week. The majority
stated that they would have up to three hours available for training per month, with only just
over one fifth being able to dedicate up to half a day per month to training.

The possibility of creating a central platform that could host resources and information on
training provision was supported by the focus groups participants.

Participants of the research highlighted it is important to acknowledge the contribution of the
community and voluntary sector in Ireland as well as the challenges it experiences around
time pressures, meeting governance requirements, dependence on volunteers for the
provision of important services within communities and the impact of COVID-19 had on the

sector.

Key recommendations

Recommendations made by this report were grouped under four themes:

4 A wide range of sources were listed under the ‘other’ category, including sporting organisations, ETBs, employers, and
bodies providing training on specific topics such as child protection.
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Assessment of training needs

Recommendation 1:

Training needs analysis at group/organisation level. Many small organisations struggle with
identifying what training they need, especially in the areas that are not directly related to their purpose.
Support in this area is required. Individual organisations should, as good practice, carry out their own
training needs assessments. This should be encouraged and supported by all stakeholders. Creation
of templates for training needs analysis accompanied by guidelines and access to a mentor in this
area would be beneficial for groups of all sizes to explore their training needs and identify the best
approach to meet them.

Recommendation 2:

Training needs analysis at local level. The PPNs across the State undertake the training needs
analysis for their member groups to build capacity to facilitate their participation and representation in
local policy and decision-making. However, a multi-stakeholder collaborative approach is required to
assess the wider training needs of organisations at local level to ensure that the majority of
organisations operating within the locality are part of the assessment. All relevant local stakeholders,
such as the PPNs and the Local Development Companies, should collaborate on such local level
analysis. To ensure wide participation, diverse communication channels should be used to reach as
many small groups as possible. These could include newspapers, social media, newsletters, emails
etc. The training needs analysis should not only identify topics for training but also preferences for

the delivery modes and times.

Communications and access

Recommendation 3:

Signposting of available training. The creation of an online community and voluntary training and
supports hub/resource centre should be considered. Such hub could become a one stop online
location providing information and resources to the community and voluntary groups and
organisations on training and supports available. It could include links to training providers operating
locally and nationally, links to available training resources, such as guides and training videos, as well
as templates for completing a training needs assessment. Such consideration should review the
existing provision of supports for training and whether existing structures could be utilised for this

purpose.
Recommendation 4:

Increasing awareness of training topics relevant to small community and voluntary groups.
The online directory of training proposed in the previous recommendation could be used to highlight

topics relevant to most organisations and provide links to training available in such areas. All
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stakeholders should raise awareness of available training and drive traffic to existing information and

to any directory once in place.

Training provision

Recommendation 5:

Strategic approach to training provision. A more structured coordination, especially amongst the
local organisations providing training is needed to maximise the use of limited resources and avoid
potential duplication. There is a potential role for PPNs and Local Development Companies, as well
as other local education providers to co-ordinate their provision, in line with the local needs analysis

referred to above.
Recommendation 6:

Access to grants for training/training voucher scheme. A solution to funding of training provision
in community and voluntary organisations could be the provision of small grants for training or an
introduction of a training voucher scheme for organisations that cannot afford training for their
members. Further scoping should be undertaken to assess whether there are any existing sources

of such grants or potential avenues for same.
Recommendation 7:

Group centred approach. The group centred approach should be used to assess what is the most
suitable learning approach for a given group. The training format should be tailored to specific needs
and time available, and should include more varied forms than traditional training delivery methods,
such as coaching, mentoring and access to supports based on the needs of the organisations and
their members. Further scoping should be undertaken to assess what role the Education and Training

Boards do or can play in this space.
Recommendation 8:

Hybrid format for training. Staff and volunteers have different needs and varied time available for
training. Therefore, a variety of delivery formats that meet these diverse needs should be considered
to encourage the uptake of the training. The online and video training should be part of the hybrid

delivery. This type of training can be enriched by including subtitles and making transcripts available.
Recommendation 9:

Clear and simple language. The staff and volunteers in small groups have varied social, professional
and educational backgrounds. Delivery of any training to such varied groups should take this into
account and ensure that accessible language that can be clearly understood by those accessing the
training is used. In particular, any written or pre-recorded resources should be examined from this

perspective.
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Recommendations for sector-wide changes

Recommendation 10:

Provide governance training that meets the differential needs of organisations,
especially those of small community and voluntary boards with no paid staff who rely on
volunteers, taking account inter alia of the anticipated changes in reporting, accounting and

audit requirements for charities under the Charities (Amendment) Act.

Recommendation 11:

Support organisations to map out and plan their training and development on a multi-
annual basis, in accordance with the strategic action of sustainable funding approaches as
set out under objective 4 of ‘Sustainable, Inclusive and Empowered Communities; A five-year

strategy to support the community and voluntary sector in Ireland 2019-2024".

Recommendation 12:

The inclusion of ring-fenced funding for training relevant to an organisation’s needs as
part of grant funding should be considered by funders as it has a potential to encourage

uptake of training by the funded organisations and address knowledge and skills gaps.

Recommendation 13:

Cross-departmental alignment of training related actions. Community and voluntary
organisations perform activities across various schemes and are often funded and work
under the auspices of different Government departments. It should be considered how
training related actions developed by one Department align with those of other departments

to avoid duplication and to use the existing resources effectively.
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1 Introduction and background

Strong, active communities are a vital component of a functioning democracy, providing the
environment in which people can develop and thrive. Active communities bring people together to
provide services to those who need them, facilitate and coordinate celebrations and events, establish
local-run projects, represent common interests, and campaign for positive change. Small community
and voluntary organisations, associations, or groups likely represent a large portion of the wider non-

profit sector, although it is difficult to estimate their number.

Ireland’s non-profit sector is made up of registered charities, incorporated companies, and social
enterprises and a large number of very small, unincorporated community groups and associations.
The organisations who may be unincorporated or operating in an informal or semi-formal manner are
likely to fall “below the radar” in terms of accessing training and other supports. These groups make
a vital contribution to Irish society. This which was particularly noticeable during the COVID-19
pandemic when there was a rapid mobilisation of individual volunteers and community-based

organisations to deliver a range of supports and services in response to the crisis.

The value and contribution to society of Ireland’s small non-profit organisations and community
groups is acknowledged in ‘Sustainable, Inclusive and Empowered Communities’, the five-year
strategy by the Government of Ireland (2019) to support the community and voluntary sector to “create
vibrant, sustainable, inclusive, empowered and self-determining communities that support the social,
cultural and economic well-being of all members” (p. 10). The strategy sets out plans to achieve this

through:

¢ Involving communities in decision-making

e Supporting people and organisations working with communities

e Developing capacity in community and voluntary organisations to support communities

e Supporting education and training opportunities for community workers and volunteers

e Developing capacity at all levels to deliver key policy initiatives including UN SDGs, climate

action and Public Sector Duty.

Pobal, on behalf of the Department of Community and Rural Development (DRCD), has undertaken
a training needs assessment or ‘skills audit’ of the employees and volunteers in small community and
voluntary organisations®. This research will provide useful data on training needs and how to design
appropriate capacity development interventions. Specifically, this project will support the

implementation of Action 2.1 of Sustainable, Inclusive and Empowered Communities to:

5 It should be noted that some of the organisations that responded to the survey are volunteer-only organisations.
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Support community groups and organisations to identify and meet their training
needs and implement a formal programme of training (including governance

training) to meet these needs and support capacity in groups and organisations.

The purpose of a skills audit or training needs assessment is to identify what skills might be needed
in a given role, to determine what the self-assessed levels of these skills currently are, and to
compare, analyse or explore ways to bridge any gaps. This project is the third and final phase in a
three-stage skills audit project targeting specific aspects of the community and voluntary sector:
phase one looking at Local Community Development Committees, phase two covering charitable

boards and this phase examining the training needs of small community groups and associations.

It is recognised that some of the recommendations arising from this assessment of the training needs

of small organisations will also be applicable to larger organisations and registered charities.
The report includes the following sections:

Chapter 2 presents the definitions and terminology used throughout the text, and outlines the relevant

legislative and policy context.
Chapter 3 details the methodology used to conduct this research project.

Chapter 4 outlines the profiles of participants taking part in the study, both organisations providing
training and representatives from small community and voluntary organisations who completed the

survey.

Chapter 5 presents the results of the online survey of organisations providing training to community

and voluntary organisations.

Chapter 6 discusses the training needs of volunteers, staff and management of community and

voluntary organisations.

Chapter 7 examines the training experience of volunteers, staff and management of community and

voluntary organisations and their preferences in regarding training attendance.

Chapter 8 outlines the main research findings and recommendations.
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2 Literature review

2.1 Introduction

This review presents the definitions and terminology used throughout the text, and outlines the
relevant legislative and policy context. It presents some of the national and international literature

pertaining to the capacity, competencies and skills needs of small non-profit organisations.

2.2 Terminology and definitions

‘Skills audit’ is the most commonly applied term to a methodology whereby a large-scale survey is
gathered that seeks to identify and document the skills and competencies of a team, group, sector or
population (European Commission, 2018). However, other terms are used to apply to this practice,
such as skills profiling, skills assessment, skills portfolio development, competency assessment and
skills diagnostics. During initial discussions relating to earlier stages of this skills project for the
community and voluntary sector, it was felt that the word ‘audit’ or, indeed, ‘skills assessment’ may
create the perception that there is some judgment being made with regard to individual's capabilities
or skills levels. Since this project is aimed at specific groups of people, often volunteers or people
motivated by a desire to contribute to their communities, it was felt that efforts should be made to
minimise such perceptions and, instead, to focus on how the sector can best be supported going
forward. Therefore, the term ‘training needs assessment’ is used predominantly throughout the survey

and the report.
Regardless of what term is used, the methodologies have these aspects in common:

e They usually involve the voluntary participation of individuals.

e They can involve qualitative forms of assessment such as narratives of past experience and
interviews.

e They can (and usually do) involve quantitative approaches such as large-scale surveys.

e Skills audits at company or firm level often result in the development of a portfolio or profile
document or link with performance management and/or learning and development processes.

e At sectoral level, the results of skills audits are used in a more analytical sense; outlining
general skills profiles and the gaps between desired skills and competency levels and those

emerging from the data.

2.3 Community and voluntary sector

The organisations, groups and associations that make up the community and voluntary sector in
Ireland are very diverse in terms of their size, structure and composition. There are approximately

29,000 non-profit organisations operating in Ireland (Government of Ireland, 2019). In 2022, Charities
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Regulator reported 11,506 organisations registered on the Register of Charities (Charities Regulator,
2023). More than one million people actively volunteer annually in Ireland, and over 300,000 people

volunteer with registered charities alone (Government of Ireland, 2019).

A number of organisations provide a wide range of supports for the community and voluntary sector
in Ireland, including training. These organisations include Carmichael, Charities Regulator,
Community Work Ireland, Local Development Companies, Public Participation Networks (PPNs), The

Wheel, Volunteer Ireland, and many others.

One of the key local actors in the sector are Public Participation Networks (PPNs), that were
established by the Local Government Reform Act 2014 in order to provide a mechanism through
which people and communities could have a greater say in local government decision making. There
is a PPN in each of the 31 local authority areas in Ireland with a total membership of approximately
18,100 Irish organisations and groups across three pillars: community and voluntary, environment
and social inclusion (Department of Rural and Community Development, 2022). All community and
voluntary organisations can avail of free PPN membership in their local areas and members then get
access to information and supports, including training, networking opportunities and are facilitated to
participate in local decision making. In addition to their public participation and representative roles,
one of the roles of the PPNs is to build capacity among their member groups to facilitate their
participation and representation in local policy and decision-making fora. This could be through formal
training, networking, mentoring, seminars etc., along with local networks that regularly provide training
in topics such as accessing and managing funding, best practice under the Charities Act and
Governance Code and strategic planning. PPNs at a local level have carried out training needs
assessments to gather data on the types of training needed or required by their members. Available
findings from these PPN-led training needs assessments have been incorporated into the current

project insofar as possible.

2.4 Training for small organisations in the community and voluntary sector

This section presents several pieces of research which were completed in recent years exploring
training within the community and voluntary sector. Three reports looked at the Irish sector, while

some relevant research conducted in the UK is also considered.
2.4.1 Carmichael and The Wheel

In their Consultation Report on the Support Needs of the Non-profit Sector (2020), Carmichael and
The Wheel carried out qualitative research with non-profit representatives, government departments
and other stakeholders. The research found that organisations were experiencing challenges around
funding, the mounting demands of regulatory compliance, difficulty attracting and retaining board

members, and difficulties in the relationship between the non-profit sector and the State. Among the
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types of support that participants identified as needed to address some of these challenges were
information and ongoing support. Training was identified as one aspect of support but not the entirety

of it and several specific requirements with regards to training were notable in the research findings:

¢ Training should be made available at local level.

e The needs of small and all-volunteer organisations should be taken into account in the
provision of training.

e Very small and all-volunteer organisations may not “recognise themselves” in the resources
and advice that is often given.

e Consideration should be given to the particular support needs of social enterprises.

¢ Research into training needs often stems from the US or UK, where the non-profit sector is
bigger and more oriented towards large organisations, this “encourages a drift towards more
complex and business-oriented processes and systems”.

¢ Ongoing support is sometimes necessary to enable people to put into practice the training
they have received.

e Training can be seen by support providers as an “easy win”, a cheap way to deliver supports
to a large number of organisations, but it can be expensive for participants in terms of time

and money.

Barriers to accessing training and other supports that were commonly cited in the research included
lack of information, access, or capacity, along with confidence issues. Cost and time, however, were

the main barriers:

[...] the workload of staff and volunteers within non-profits; the additional
commitments that volunteers have; time spent travelling to training; time spent
identifying the right support; and the timing of training, as many people struggle to

attend training during working hours. (p. 18)

In summary, the research found that while training is undoubtedly part of the support solution, “it
should not be regarded as the whole or even the most significant part of the solution.” (Carmichael
2020, p. 25)

2.4.2 Indecon

A report entitled Investment Appraisal of Upskilling of Employees in the Non-Profit Sector by Indecon
for The Wheel in 2020, explored current training and skills levels of employees in the Irish non-profit
sector and evaluated the social and economic cost and benefits of investment. The study found that
71% of respondents felt they needed further training in order to carry out their roles effectively.
Indecon’s research found that non-profit organisations in Ireland allocate a small percentage of

expenditure to training and that those working in the non-profit sector in Ireland have spent lower
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amounts of time on training programmes compared to those working in the private and public sectors.
Smaller organisations, defined as those having 0-14 paid staff, spent a lower percentage of their

overall expenditure on training than medium sized organisations:

The ability of organisations to allocate measures to training is in part influenced by
size. Smaller organisations often do not have the resources to invest in formal

training programmes (Indecon, 2020, p. 17)

Furthermore, the research found that the percentage of expenditure allocated to training for paid
employees and volunteers in small organisations was very low, with 35% citing no budget for training
whatsoever. Employees of small non-profits were generally not supported in obtaining formal

qualifications.
2.4.3 Rethink Ireland

Rethink Ireland’s Education Fund 2017-2020 aimed to improve educational outcomes for those
experiencing educational disadvantage. From their evaluation of the fund in 2021, eight
recommendations were developed (Kovaci€ et al, 2021). Among these, were practices related to
wellbeing; critical skills, knowledge and competencies; progress and access; and supporting local

communities.

These practices encourage the establishment of less formal and ‘non-judgemental’ learning
environments, the use of blended learning (both in person and online) and exposing students to
experiences and skills through formal and informal activities. A focus on establishing a culture of
progression was also recommended, with an aim of changing expectations around educational
progression. Finally, the evaluation recommended that greater interagency work and cooperation
between statutory and non-statutory agencies be implemented to provide supports and opportunities

at all levels to those experiencing educational disadvantage.
2.4.4 Third Sector Research Centre and other UK studies

The Third Sector Research Centre in the UK carried out a series of research projects between 2010
and 2013 which looked at the nature, role and focus of small community groups as well as the
challenges they face (McCable et al, 2010; Soteri-Proctor, 2011). These groups often fell “below the
radar” by not appearing in public registers of charities and incorporated bodies, and by working in an
informal or semi-formal manner. Through a combination of participatory and qualitative research
alongside online data searching or ‘micro mapping’, the researchers explored what was unique about
small community non-profits, what motivated volunteers and staff, their contribution and their ways of
working. The researchers divided these groups into five different typologies: arts and music, self-help
and mutual support, niche and specialist interests, cultural and faith-based and social clubs, with

different needs and experiences identified depending on the type. They found that many sustain
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themselves through entrepreneurial activities, nominal charges for things like room hire, donations,
or contributing to a shared pot of money to mutually support one another. They also drew upon others
in the community for resources or particular skills and the shared space, such as community hall or
public building had great importance for the operation of what the researchers termed “Little Big

Society”.

Concern was expressed about UK government policy towards the reliance on small non-profits to
deliver services when they may not ‘possess the right ingredients in terms of skills, resources, and
knowledge to be able to deliver {them} effectively’ (Soteri-Proctor, McCabe & Phillimore, 2013, p.
1029). There may also be a reluctance or lack of motivation on the part of such groups to align
themselves with government policy frameworks or priorities but, rather may prefer to ‘simply go about

their business supporting each other in ways that are useful’ (ibid, p. 1030).

The UK National Council for Voluntary Organisations (NCVO) carried out large scale survey analysis
in 2019 to determine skills gaps among the non-profit sector, finding that smaller organisations were
less likely to report skills gaps among their staff than larger organisations (NCVO, 2020). Over a third
(36%) of organisations with 250 or more employees reported a skills gap in their current staff,

compared to 5% in organisations with two to four employees.

A 2019 study by the Foundation for Social Improvement UK found that the greatest challenge small
charities faced was their workload, followed by funding, and demand for services. Data gathered on
skills needs showed that the areas in most need of training were managing relationships with
government, fundraising and lobbying (Small Charities Data, 2020). While these results are in some
ways relevant to this research, the conceptualisation of ‘small’ organisation by this UK data gathering
project — charities with incomes of less than £1.5 million - is far broader than would be applicable to

the Irish community and voluntary sector.
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Figure 2.1: Skills strengths for small charities®
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Figure 2.2: Greatest need of upskilling for small charities”
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Another UK report looked at the experiences of small community groups in Cornwall, focusing on the
processes and skills that helped them run successful projects (Leyshon et al, 2016). Planning, both

in terms of financial planning and human resource planning, was found to be a necessary part of

6 Small Charities Data (2020)
7 Small Charities Data (2020)
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managing community projects. Knowing what skills are needed for each aspect of the project and
being able to source employees or volunteers that match these was found to be essential and having

an understanding of what motivates different groups helps match the right people to the right role.

Networking, participating, and making contacts not just within the specific area of focus but in the
sector more broadly were held to be important in terms of sharing information, mutual assistance, and
avoiding duplication. Some sort of organised and effective volunteer management was raised as a
way to maximise the use of volunteers both for their benefit and to benefit the organisation. Other
important skills noted included facilitating and managing meetings (agenda setting, planning and
minute-taking), conflict resolution, and the ability to motivate and generate enthusiasm and meaning
around the project. The value of skills around raising the profile and visibility of the organisation,
group, or project through social media, events, and other publicity should not be underestimated
(Leyshon et al, 2016).

Another area for research is around training for volunteers, which often overlap with (and is often
similar to) the training needs of employees and volunteers in small non-profit organisations.
Generational differences, increased regulation and compliance, technology and environmental
concerns are among the reasons cited for the development of more structured frameworks for the
training of volunteers (Deslandes and Rogers, 2008). Training can serve a dual purpose of better
enabling volunteers to contribute to the goals of the organisation, boosting confidence and motivation,
but can also equip them with skills that they might need to progress in their careers and/or enter the
paid workforce. Some of the basic training modules proposed by Deslandes and Rogers (2008, p.
362) for volunteers are an introduction to mentoring, effective communication, working in teams, an
introduction to risk management and an introduction to governance with the recommendation that

volunteer training be structured towards accreditation rather than ad hoc.

2.5 Training and capacity building supports to date

Community and voluntary organisations can avail of training opportunities through a variety of sources
either free of charge or for a fee, including individual PPNs, the Wheel, Carmichael, Volunteer Ireland
and a number of other not-for-profit as well as private-sector training providers and consultancies.
Social enterprises can access training through Local Development Companies (LDCs). Some of the
training provided by Local Development Companies is linked with the administration of specific

schemes. Table 2.1 below shows examples of the training that was available in Q1 of 2022.

Table 2.1 Examples of training available to community and voluntary organisations in Q1 2022 from national organisations

Course name Provider
Maintaining compliance with the Charities Regulator Governance Code The Wheel
Planning and completing an annual audit The Wheel
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Achieving and maintaining compliance with GDPR The Wheel
Implementing the Charities SORP in your financial reporting The Wheel
Canva for beginners The Wheel
Risk management The Wheel
Introduction to EU funding The Wheel
Finance for non-financial managers The Wheel
Positive leadership The Wheel
Designing your EU project The Wheel
Improving your boards communication The Wheel
Group coaching for non-profit leaders The Wheel

E-learning for volunteer managers
Fundamentals of Garda Vetting
Kickstarting your volunteer programme

Performance reviews for volunteers

Volunteer Ireland
Volunteer Ireland
Volunteer Ireland

Volunteer Ireland

The role of the Chairperson Carmichael
GDPR level 1 Carmichael
The role of Company Secretary Carmichael
The Companies Act Carmichael
Risk management Carmichael
Outcomes and outputs Carmichael
Marketing and sales for non-profits Carmichael
Managing human resources Carmichael
Financial management Carmichael
Business and organisational development Carmichael
Strategic planning Carmichael

According to The Wheel's Annual Report (The Wheel, 2023), 7,930 people attended their 119 events
and conferences in 2022. Carmichael reported that 563 people from 430 organisations enrolled on
55 scheduled training workshops in 2022 (Carmichael, 2023). In 2020, The Wheel and An Cosan
VCC piloted SCOPE, a new online learning platform developed for small organisations (fewer than
five staff), and volunteer led non-profits on governance, fundraising, financial management, risk

management and communications.

2.6 Conclusion

The training needs of employees and volunteers in small non-profit organisations are likely to be

hugely heterogeneous, depending on the nature of the work being carried out. There are some
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general areas that are of benefit to anyone working in the sector, such as fundraising, compliance,
performance monitoring, Strategic planning and teamwork. However, those in small community
groups will naturally seek to improve their knowledge and understanding of the sector, target group,
or charitable activity to support their work. This makes the creation of a more traditional skills audit
for such a diverse range of individuals and their interests more challenging. Therefore, this training
needs assessment has focused on the assessment of shared training needs as well as developing a
better understanding of how the staff and volunteers of small organisations might best be supported

in a capacity building sense.
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3 Methodology

This chapter presents the aims and research questions of the project as well as the research approach
and methods employed to achieve these aims. The design involved triangulating a mix of methods

with a range of stakeholders to meet the aim and objectives of the project.

3.1 Aim and objectives

The main aim of this research project was to carry out an assessment of the existing skills and skills
gaps across smaller community and voluntary groups and map out the current provision of training

for such groups.
The detailed objectives of the research were as follows:

o identify the key skills gaps experienced by the smaller community and voluntary groups in
Ireland;

e explore differences in the type of skills gaps across different type of groups;

o examine differences in the type of skills gaps between staff and volunteers of these groups;

¢ identify supports currently available to these groups and routes for accessing these
supports;

e establish what additional supports are required and how can they be delivered; and

e make recommendations arising from the above.

3.2 Definition of small organisations

In determining ‘small’ for the purposes of defining the target group of this research, a number of
potential avenues were considered. First, the CRA data on the annual income of registered charities
shows heavy concentration of organisations at the lower end of the spectrum, with 44% of
organisations for whom financial information is available having an annual income of €75,000 or less.
A second relevant factor in conceptualising small community and voluntary organisations is the
categorisation of complex and non-complex charities as provided by the CRA. This determines the
level of governance standards applicable to a registered charity according to certain characteristics:
size, income source, expenditure, number of employees, complexity of activities and number of
volunteers. A ‘non-complex’ charity is considered to be one which is locally focused, with a narrow
range of activities, low levels of annual income and expenditure, a small number of income sources
and either has no paid staff or hires only a small number of employees (CRA, 2021). The target group
for this training needs assessment would fit most appropriately within the category of ‘non-complex’

charity.
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While the combination of features is very useful to define small organisations, it is very challenging to
capture through a questionnaire as many respondents may not know the details on the annual
income/expenditure or income sources. However, they are much more likely to know the number of
paid employees. For this reason, the definition of the “small size” is based on number of paid
employees. Small organisations for the purpose of this report are defined as organisations with

maximum two paid full-time and /or part-time staff.

3.3 Research approach and methods

A subgroup of the Cross Sectoral Group was established to act in an advisory capacity and to promote
successful implementation of the project. This comprised representatives from key stakeholder
groups and organisations who were consulted and engaged in the development of the research

design and data collection methods/tools.

The project employed a mix of research methods to meet the stated aim and objectives and to enable
the review team to discern varied stakeholder perspectives and experiences. The following methods

were used:

o Literature review on topics related to training needs of small community and voluntary
organisations.

e An online survey of organisations providing training to community and voluntary
organisations.

¢ An online survey of volunteers, staff and management of community and voluntary
organisations.

e Focus groups and interviews with training providers, as well as volunteers and staff from

small community and voluntary organisations.

The online surveys were created using MS Forms and were administered in Q4 of 2022.

The survey for organisations providing training collected data on training inputs provided and
accessed by number of participants in the previous 12 months. The survey received valid responses

from 44 organisations®.

The survey for volunteers, staff, and management of community and voluntary organisations collected
data on training requested/needed as well as training accessed across these five key areas, their
overall experience of training to date, and training preferences. Participation in the survey was

voluntary and anonymous. There were 894 valid® responses received.

8 Five duplicate responses removed during data cleaning.
9 92 blank responses were removed during data cleaning.
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The focus groups and interview were facilitated online using MS Teams. Five focus groups and one

semi-structured group interview were facilitated with 37 participants representing training providers?°,
small'* community groups, and members of the advisory subgroup. The discussions sought to explore

the fuller contextual detail around some of the themes emerging from early analysis of the survey
data. These included for example, what is working well and less well, gaps in provision, drivers, and
barriers to engagement. Participation in the focus groups and interviews was voluntary and

anonymous and based on written informed consent.

3.4 Analysis and reporting

A descriptive analysis of the survey data was completed using MS Excel. The analysis reports
primarily on small organisations and their respondents. In this report, reference to the group of ‘other’
organisations is limited in comparison with small organisations. More detail and data on both groups
of organisations is presented in the Appendices. Where relevant, further analysis of the data was
completed at subgroup level in line with respondents’ personal characteristics and the characteristics
of their organisation. This provides important insights to inform the targeting and tailoring of future
training inputs to promote access and engagement among small community and voluntary
organisations. A content and thematic analysis of the transcribed qualitative data was also undertaken

using MS Excel.

3.5 Strengths and limitations of the research

This research project employed a triangulated mixed methods approach, collecting data from a range
of stakeholders. This approach enabled an exploration of the training needs of small community and
voluntary groups, gathering perspectives of key stakeholders across the sector, i.e., staff and
volunteers in those organisations, organisations providing training, as well as other sectoral

representatives.

One of the key limitations of the data collection was timing. The survey requested respondents to
reflect on training provided, requested/needed, or accessed in the previous 12 months. The influence
of COVID-19 pandemic, and the restrictions associated with it, on data collected must be
acknowledged as a source of potential bias in the data. Many community and voluntary organisations
were focussed on emerging from the pandemic, reaching out and opening up to their communities
rather than on training. This context may also have impacted on the extent of on-line training provision

as opposed to in person training.

1011 Public Participation networks, 9 Local Development Companies and 1 national organisation
" Fewer than two paid staff in full and part time positions
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The target of this training needs assessment is the staff, volunteers, and committee members of small
community and voluntary organisations. Since this is a potentially very large group there could be
some overlap with other phases of the skills projects conducted throughout 2021 and 2022, i.e., where
the committee members of small organisations are registered with the Charities Regulatory Authority

(CRA) they would have been included in the 2™ phase of the research which focuses on the board
members of charitable organisations.

28



4 Profile of survey participants

This chapter presents the analysis of profiles of participants of the two surveys. The first section
describes the respondents to the survey of training providers, including the types of organisations
represented and their geographical distribution. The two remaining sections focus on the respondents
to the survey of small community and voluntary organisations. The second section presents the
details of organisations, to which the respondents to the small community and voluntary organisations
belong too, such as size, legal status, and activity type. The final section focuses on characteristics
of the individual respondents, such as age, gender, educational attainment as well as experience with

community organisations and training.

4.1 Organisations providing training

Two-thirds of the responses (66%) were completed on behalf of Local Development Companies
(LDCs), a further 18% on behalf of Public Participation Networks (PPNs) and the remaining 16% on
behalf of national organisations who provide training to the community and voluntary sector across
the country (see Figure 4.1). Of the nine national organisations invited to complete the survey, two
did not submit a completed response, however one of these participated in the semi-structured

interview.

Figure 4.1 Number of responses achieved from providers

m | DCs
= PPNs

National
providers

Almost three in five (59%) Local Development Companies and a quarter of Public Participation
Networks operating across the country responded to the survey. Further analysis of this data also
highlights that 17 counties were represented in this data, seven counties by a Local Development
Company and a Public Participation Network, and ten counties by either a Local Development
Company or a Public Participation Network.
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4.2 Small community and voluntary organisations

421 Size

Over half (54%) of survey respondents belonged to an organisation with two or fewer paid staff in
either full time and/or part time positions. This group of 483 organisations have been defined as ‘small
organisations’ for the purposes of this research and is the key focus of this report. The remaining 411
organisations, with more than two paid staff in either full time or part time positions, have been defined

as ‘other’ organisations.

The vast majority of small organisations have volunteers, with 94% of respondents from these
organisations reporting that at least three individuals volunteer regularly. Over half (53%) have more
than ten individuals who volunteer regularly. This is similar to ‘other’ organisations, where 54% have

more than ten individuals who volunteer regularly.
4.2.2 Legal and registration status

One in three respondents from small organisations (34%), identified the legal status of their
organisation as Company Limited by Guarantee, a further third (34%) as Unincorporated Association,
while 31% were not sure of the legal status of their organisation. The remaining 1% were
cooperatives. These proportions for ‘other’ organisations were notably different with 80% being

Companies Limited by Guarantee and 4% Unincorporated Associations.

Small organisations are registered with various registration bodies. The majority (61%) were
registered with their Public Participation Network, 31% with the Charities Regulatory Authority and
24% with their Local Volunteer Centre. Figure 4.2 compares the number of small and ‘other

organisations in regard to their registration bodies.

Figure 4.2 Registration status of small and ‘other’ organisations

0% 10% 20% 30% 40% 50% 60% 70% 80%

Charities Regulatory Authority I 31% 73%

I 24%
Local Volunteer Centre 35%

B 12%
I am not sure 7%

B Small organisation Other organisation

4.2.3 Activity
The small organisations to which survey respondents belonged were engaged in 16 different types of

activity. The three activities most frequently cited were:
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e Community and local development (42%), including quality of life, regeneration, renewal,
community centres, community areas, parks, Tidy Towns and community gardens;

e Sports and recreation (16%);

e Health and wellbeing activities (9%) that included mental health supports, health promotion,

supports for people with disabilities and ill health, and drugs and addiction services.

Less than 1% of the respondents’ organisations were engaged in agricultural, animal welfare,
childcare/playschool, or religious activities. These activities are fairly similar to organisations grouped

as ‘other’.

The majority (87%) of small organisations had been established for at least three years, and 78% had

been established for more than five years.

4.3 Profile of survey respondents that belong to small organisations

4.3.1 Age, gender, and educational attainment

Almost two out of three (62%) of the 483 survey respondents belonging to small organisations were
female. Just over three quarters (76%) were aged 45 years and older, while less than 5% were aged
between 16 and 34 years. Nearly one in three (31%) have achieved a degree level or postgraduate
qualification, notably fewer than the 66% who have attained this level and belong to organisations
grouped as ‘other’. Further details on respondents’ age, gender and educational attainment are

presented in Appendix 1.
4.3.2 Respondents’ experience with their community and voluntary organisation

Most survey respondents from small organisations identified their role as either a trustee/board or
committee member (50%) or volunteer (34%). Less than 10% identified their role as either an
employee (9%) or manager (7%). The respondents from ‘other’ organisations were mainly managers
(40%) or employees (32%).

Just over half of the survey respondents from small organisations (52%) had been working or
volunteering with their current organisation for at least six years, and one in three (35%) had been
with the organisation for 10 years or more. Fewer than one in five had been with their organisation for
less than two years (18%) and the remaining 29% were with their organisation between two and five

years.
4.3.3 Participation in training

Two in five respondents from small organisations (40%) reported that they had never attended training
in relation to their role. By comparison, in organisations grouped as ‘other’ only 16% had never

received training. Of those who reported that they had accessed training the majority received it in
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the past two years. Figure 4.3 compares the respondents’ attendance at training between small and

‘other’ organisations.

Figure 4.3 Survey respondents’ attendance at training, both small and ‘other’ organisations
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4.4 Conclusion

Two-thirds of training providers who completed the survey came from Local Development Companies.
The maijority of national training providers have also completed the survey. The lowest participation

was from the Public Participation Networks. The respondents came from 17 different counties.

Over half of all respondents to the survey of small community and voluntary organisations belonged
to an organisation with two or fewer paid staff in either full time and/or part time positions. Over nine

in ten of these organisations had at least three individuals volunteer regularly.

The organisations to whom participants belonged had different legal statuses, with approximately one
third identifying the legal status of their organisation as Company Limited by Guarantee, another third
as Unincorporated Association, while another third were not sure of the legal status of their
organisation. Small organisations were registered with various registration bodies, with the majority

being registered with a PPN.

The small organisations to which survey respondents belonged were engaged in 16 different types of

activity. Community and local development were cited by the highest share of respondents.

In terms of individual characteristics of the respondents belonging to small organisations, almost two
out of three were female, over three quarters were aged 45 years and older, and nearly one in three

have achieved a degree level or postgraduate qualification.

Half of survey respondents from small organisations identified their role as either a trustee/board or

committee member and further one third as a volunteer. Paid staff accounted for 16% of respondents.

32



The maijority of respondents have been working or volunteering with their organisation long term, with
just over half being with their current organisation for at least six years and further one in three had

been with the organisation for 10 years or more.

Two in five respondents from small organisations reported that they had never attended training in

relation to their role. This proportion was much lower for respondents from ‘other’ organisations.
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5 Existing training provision

This section presents the results of the online survey of organisations providing training to community
and voluntary organisations, completed on behalf of 44 organisations (see section 4.1 for more
details) and the information gathered during two focus groups with training providers (LDCs and
PPNs).

5.1 Overview of training provided

The organisations that responded to the survey reported significant levels of training activity. There
were 733 inputs/programmes delivered by 44 providers, and over the last 12 months up to 23,566
participants took part in these programmes. The levels of participation in training varied, with most

topics having between one and 25 participants.

Training was provided across all topics listed under the five themes'? in the questionnaire by at least
some providers. Figure 5.1 presents the list of training topics and the proportion of training providers
who responded to the survey that deliver training on a given topic. The largest proportion of training
providers indicated delivering training under the following topics'®: strategic planning (70%), social
media and public/media relations (70%), business planning (68%), Charities Governance Code and
compliance (68%), and establishing and developing a formal board or management committee (66%).
The topics with the lowest level of coverage included understanding how to access information under
FOI, with 5% of providers not delivering training for this topic, followed by crisis management (18%),

website maintenance and public speaking (20% each).

12 Training themes: operational matters, compliance, management and governance, communications, and ‘other’ training.
13 Please note that the survey did not ask for the number of courses, but whether the training provider offered training on a
given topic and if so, they were asked for the estimation of the number of participants.
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Figure 5.1 Percentage of training organisations providing training in a given topic
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The training provision was assessed under five themes and is discussed in detail in

sections.

the following

35



5.2 Operational matters

Over two thirds of providers (68%) offered training in business planning, followed by fundraising and
organisational policy development (59% each). Only one third of respondents (34%), offered training
in human resources. Figure 5.2 presents topics under the operational matters theme and the
distribution of the numbers of participants.

Figure 5.2 Training provision under the theme of operational matters

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%  100%

Registering as a charity 48% 39% 7% ZVM
Business planning 32% 32% 9% 11%
Human resources 66% 20% 7%
Accounting and financial record keeping 45% 27% 14% 9%
Grant applications 45% 27% 14% 9%
Fundraising 41% 32% 14% 9%
Organisational policy development 41% 43% 7% ZWM
Recruiting volunteers 50% 36% 11% ﬂ
We don't provide this training 1-25 participants 26 — 50 participants
51-75 participants B 76-100 participants B Over 100 participants

5.3 Compliance

Over two thirds of providers (68%) offered training in Charities Governance Code and compliance,
followed by legal structures and incorporation (59%). Only 5% of respondents offered training in
understanding how to access information under FOI. Figure 5.3 presents topics under the compliance
theme and the distribution of the numbers of participants.
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Figure 5.3 Training provision under the theme of compliance

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

GDPR and data protection 50% 32% 7% (7%
Understanding how to access information under FOI 95% 5%
Charities Governance Code and compliance 32% 43% 11% 5%g
Legal structures and incorporation 41% 45% 7% 29%
We don't provide this training © 1-25 participants 26 — 50 participants
51-75 participants W 76-100 participants W Over 100 participants

5.4 Management and governance

Seven in ten organisations (70%) offered training in strategic planning, followed by establishing and
developing a formal board or management committee (66%). Only 18% of respondents offered
training in crisis management. Figure 5.4 presents topics under the management and governance

theme and the distribution of the numbers of participants.

Figure 5.4 Training provision under the theme of management and governance

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Establishing and developing a formal board or management

Committes 34% 43% 11% 2°5523
Strategic planning 30% 50% 5% 7%
Volunteer management 50% 41% 9%
Crisis management 82% 16% 2%
Project management 66% 20% 7%29%
We don't provide this training = 1-25 participants 26 — 50 participants
51-75 participants W 76-100 participants W Over 100 participants

5.5 Communications

The highest level of training provided under the communications theme was on a topic of social media
and public/media relations, with 70% providers offering this training. While one third of the
respondents (34%) reported that they had one to 25 participants, 25% had 26 to 75 participants for
this training and a further 9% had more than 100 people being trained. Only one fifth of respondents
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offered training in website maintenance and public speaking (20% for each topic). Figure 5.5 presents

topics under the communications theme and the distribution of the numbers of participants.

Figure 5.5 Training provision under the theme of communications

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Communications (written/email etc.) 55% 23% 7% 5%
Communications in challenging situations 64% 25% 11%
Group facilitation 59% 32% 5% B4
Social media and public /media relations 30% 34% 14% 11%
Creating video content 52% 32% 7% 7% B
Website maintenance 80% 11% 7% E
IT and online communication 70% 7% 9% 1%
Chairing meetings 52% 30% 14% TR
Public speaking 80% 11% 29858
We don't provide this training © 1-25 participants 26 — 50 participants
51-75 participants B 76-100 participants B Over 100 participants

5.6 ‘Other’ training

The highest levels of training under the ‘other’ theme were provided for the topics of knowledge and
best practice sharing (61%) and leadership for community groups (57%). The least proportion of
providers offered training in conflict management and measuring impact (32% each), followed by
sustainable development goals (34%). Figure 5.6 presents topics under the ‘other’ theme and the

distribution of the numbers of participants.
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Figure 5.6 Training provision under the theme of ‘other’

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%  100%

Leadership for community groups 43% 39% 9% 2987
Working with vulnerable people 61% 30% PR 7% |
Resilience 57% 23% 16% 2%
Conflict management 68% 25% 2%5%
Networking and collaboration 55% 32% 7%
Equality, diversity and inclusion 48% 27% 20%
Sustainable development goals 66% 20% 9% 298
Measuring impact 68% 16%  2%7%
Climate action 61% 20% 14% 2%
Knowledge and best practice sharing 39% 39% 11% 5% A
We don't provide this training © 1-25 participants 26 — 50 participants
51-75 participants W 76-100 participants W Over 100 participants

5.7 Training participants

Figure 5.7 presents details on who is eligible to participate in training offered by providers. Almost
one third of training providers (32%) offer places on their courses to anyone who signs up, with further

32% offering training courses to volunteers and staff of any community and voluntary organisations.

Figure 5.7 Eligibility to participate in the training offered

0% 5% 10% 15% 20% 25% 30% 35%

Anyone who signs up 32%

Volunteers and staff, including board
members/trustees of any community and _ 32%

voluntary organisation

People registered in your network (non-fee
paying membership )
Volunteers and staff of organisations o
participating in specified programmes only - 9%

Almost half of training providers indicated that their courses are attended by volunteers™ (48% of

providers indicated them as the main group (first choice)). One in five respondents reported that paid

4 The question was asked as following: Who are the main participants on your courses? Please rate them from most
frequent (1) to least frequent (4).
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staff from community and voluntary organisations were the main participants and also one in five
indicated that the management of such organisations were their main participants. Board members
and trustees were indicated as the main group attending their course by the lowest proportion of
providers — 11%. See Figure 5.8 for detailed breakdown.

Figure 5.8 Type of participants attending courses

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Paid staff from C&V organisations 36% 20% 23%
Management in C&V organisations 23% 32% 25%
Board members and trustees 32% 36% 20%
W Most common Second most common Third most common Fourth most common

5.8 Advertising channels

The majority of organisations advertised their courses via their website (84%), social media (82%) or
email newsletters (75%). Amongst sources that were grouped as ‘other’ were local networks, direct

marketing via email and phone calls, word of mouth, and communications with specific groups.

Figure 5.9 Channels for advertising training
0% 10% 20% 30% 40% 50% 60% 70% 80% 90%
Our website | =
Social media - |, =29
Email newsletters || NN NN 5
Through intermediaries, e.g. PPNs || N NN 21%

Media, e.g. local newspapers, local radio || N NN 25%

Other |G /1%

5.9 Sources of funding

Providers were also asked about the sources of funding for the training they provided and were asked

to rate the sources from mostly funded (first choice) to least funded (seventh choice). Three in five
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providers (59%) stated that their main funding for training came from government/public or core
funding. A further 27% reported funding came from specific government grants or programmes.
Membership fees and philanthropic funding were the least likely sources of funding for training, with
2% training providers selecting philanthropic sources as the main source and no training provider

selecting membership fees as the main funding source. See Figure 5.10 for further details.

Figure 5.10 Sources of funding for training

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Government / public core funding 59% 18% 16% 2%5%
Specific Government grants or programmes 9% "2%2%2%
Fees charged to course participants IWEAPRS5% 7% 9% 18% 52%
EU funding SN 43% 14% 7% 9% 9%
Traded and fundraised income FANE/A5% 32% 43% 11%
Philantropic sources FAN14% 20% 27% 27% 9%
Membership fees 9% 23% 7% 32% 30%

M First choice E Second choice Third choice Fourth choice Fifth choice Sixth choice Seventh choice

5.10 Delivery methods

The respondents were asked to rate the ways they deliver training from mostly used (first choice) to
least often used (seventh choice). The main training delivery method'® reported by respondents were
in-person workshops, with 59% of organisations indicating this as their first choice. The second choice
was the online ‘live’ class by webinar, favoured by 27% of organisations. Training not delivered ‘live’,
such as recorded classes or written materials were least favoured, with no organisations indicating

these as their first choice.

5 The question was asked as following: In what ways do you deliver training? Please rate from mostly provide training in
this format (1) to least likely to provide training in this format (7)
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Figure 5.11 Training delivery methods

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%  100%

In-person workshop 59% 30% 11% 0%
Online ‘live’ class or webinar 27% 18% 5%2086
Facilitate peer to peer networking 34% 11% 9%  7%0%
In-person lecture 20% 25% 20% 16% 0%
Recorded online class or other materials 5% 20% 45% 18% 5%
Written guidebooks or resources 2% 20% 20% 52% 5%
Other 0%%%% 91%

M First choice M Second choice Third choice Fourth choice Fifth choice Sixt choice Seventh choice

5.11 Insights from focus groups with training providers

5.11.1 Gaps and barriers
Representatives from LDCs and PPNs offered a range of insights and opinions through the focus
groups around the gaps as well as the barriers they observed regarding the training provision for the

small community and voluntary organisations.

A number of inputs focused on the capacity of the individuals in the community and voluntary sector
to participate in the training, due to either availability of time, cost of training, or access issues. Focus
groups participants indicated that in Ireland many social services are provided through the charity
model via community and voluntary groups and organisations often fully dependant on volunteers. It
was observed that in such organisations, the focus is usually on the immediate delivery of core
services, which takes up most, if not all, of available time. It was recognised that this lack of time is a
barrier to engaging in planning for training and evaluation of training received/provided. It was also
acknowledged that many organisations and groups have no or very limited funding available for
training. The cost of training was seen more broadly than just training fees, but also as wider indirect
costs, such as travel expenses, time away from family, or impact on environment. It was recognised
that despite the training being offered in person and online, access can be a barrier, especially for
organisations operating in rural Ireland. For in-person training it often means travel and additional
time required to participate in training, especially if training is delivered in Dublin. While online training
is more widely accessible, the availability of broadband is a limiting factor in some areas, as are IT

skills, especially amongst the older participants.
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The focus groups participants recognised that there is a wide range of training available to the small
community and voluntary organisations. However, it was indicated that the training is not always
correctly tailored to the needs, especially in areas such as compliance and governance. It was
observed that training that is appropriately targeted to participants’ needs is particularly important in
an environment where accessing funding is often accompanied by complex reporting, monitoring and
governance requirements. The language used for training delivery is also important, to ensure that
information is easily accessed and understood. Another factor on which the focus group participants
commented was training quality. Poor quality of training was seen as having potential to lead not only
to poor outcomes but also to people not engaging in further training and developing a false

understanding of their responsibilities, especially in the areas of compliance and governance.

Reliable and easy access to information about training was also discussed as a gap and a barrier to

participation, on occasion creating a division of knowledge within and between organisations.

Some gaps identified during the focus groups were of a more systemic nature. One such gap is the
duplication of training being provided, at times as a result of budget allocations having targets across
partner agencies. The lack of strategic coordination and joint planning at local level and lack of

willingness to collaborate at local level has also been discussed in this context.

PPNs were also identified as often being a focal point for local groups in terms of accessing supports
that are not met elsewhere. However, it needs to be acknowledged that this does not form part of the

core functions of PPNs.
5.11.2 Suggested solutions from the focus groups

During the focus groups the representatives of LDCs and PPNs made a number of suggestions to
make the participation in training of small community and voluntary groups easier and more beneficial.

These included:

e Preparation of training needs analysis at the local level has been highlighted numerous times
during the focus groups. There was an emphasis on ensuring that as wide a range of small
community groups as possible participate in such analysis. To ensure wide participation it
would be helpful to use diverse communication channels in reaching small groups, such as
newspapers, social media, newsletters, emails etc. Part of that training needs analysis should
be also based around understanding the preferences for the delivery of training, i.e., modes
and times of delivery.

e Emphasis was placed on training and developing the capacity of the entire group and not only
individuals within it.

o Coordination amongst the local organisations providing training was seen as a way to

maximise the use of limited resources and avoid potential duplication.
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A national depository of resources that can be accessed free of charge which people and
groups can be signposted to.

Consider what the best learning approaches are for different groups. For example, in some
instances mentoring is more effective than traditional training as it allows not only for the
gaining of knowledge but assists with practical application. The training format should be
tailored to specific needs and time available and should include more varied forms than
traditional training delivery methods, such as coaching and supports.

Language used in training should be accessible, simple, and easily understood by people from
diverse educational backgrounds.

Emphasis was placed on developing hybrid models that include in-person and online
elements.

The potential for online and video training delivery was highlighted, and recommendations on
improving online delivery by including subtitles and transcripts made.

Suggestions on more systemic issues were also made, for example, on making the
governance requirements more proportionate to the size and capabilities of the group. This
was particularly important for groups with no paid staff, and in the context of ensuring

sustainability in the sector that is struggling with the retention of volunteers.
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6 Training needs of volunteers, staff and management of community
and voluntary organisations

This section outlines the results of the analysis of the survey of volunteers, staff and management of

community and voluntary organisations. It also includes findings from the focus groups.

6.1

Training themes: overview

The survey respondents were asked whether they required training across 36 topics under five

themes:

1
2
3.
4
5

Operational matters
Compliance

Management and governance
Communications

‘Other’

With 483 respondents indicating whether they required training for 36 topics, a total of 17,388

responses were provided (483 multiplied by 36). Three quarters of all responses (74%) indicated a

need/ request for training (Figure 6.1).

Figure 6.1 Percentage of all responses to the questions on the need for training

4%

® Training not
needed

= Training needed

= |'m not sure

The respondents indicated a high demand for training across all topics, ranging from 70% of

responses for compliance training to 77% for ‘other’ areas. Communications was the theme with the

highest number of responses for not needing the training (25%), with ‘other’ being the lowest (19%).
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Figure 6.2 Distribution of responses by theme
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Operational matters |1 7S v ——

Compliance

Communications

Management and governance | —

Other

H Training not needed M Training needed M I'm not sure

The findings from the qualitative focus groups and interview data confirm that there is a strong need
for training for small community and voluntary groups, particularly those with no paid staff, and those
in rural areas. This need was consistently evident in the discussion across all five focus groups and
the group interview, with the range of stakeholders that included volunteers from small groups across
the country, staff from Public Participation Networks and Local Development Companies, national
organisations that provide training, as well as academics and statutory partners.

The findings from training providers’ focus group also highlighted a gap in relation to compliance and
governance training. Specific gaps relating to safeguarding vulnerable adults, financial controls,
understanding a budget and financial statements were identified primarily by focus group and

interview stakeholders who were not volunteers in small organisations.

When this topic was explored within the community group focus groups, one volunteer confirmed the
gap and noted,

“... around the whole thing of the Charity Regulator and all of that, do you know
maybe there is a little bit more that we need to know and we’re just assuming that
we don’t need to know” (Male volunteer, community group focus group

participant).

Overall, there was agreement that volunteers in small organisations are more motivated by, and more
focused on, the core activities of their organisation and are less likely to think about governance and
compliance until it emerges as relevant to funding, registration, or when something has happened in

the group or community and they need to respond/react.

“People are busy, they’re not interested in the kind of long-term perspective.
They’re into short-term. Can they keep this show on the road tomorrow, never
mind worrying about long-term governance decisions.” (Male development worker,

Local Development Company focus group participant).
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“I would think as subject matter it [compliance training] is the driest. It’s possibly
what’s needed but not what is being asked for” (Female training officer, Local

Development Company focus group participant).

6.2 Operational matters

Three quarters of responses under the operational matters theme (75%) indicated a need for training
in this area. Figure 6.3 presents the breakdown of training needs for individual topics under the theme
of operational matters.

The highest proportion of respondents required training'® for grant applications (91%), followed by
fundraising (87%) and recruiting volunteers (85%). The topic that was indicated least often was
registering as a charity, with 40% of respondents not needing training in this area and further 11%
not being sure whether they needed this training.

Figure 6.3 Training needs under the theme of operational matters

Recruting volunteers 13% 2% 17% 29%

Human resources 30% 7% 25% 21%

Fundraising ~ 11% 2%  18% 30%

Grant applications =~ 8% 0% 15% 26%

Acounting and financial record keeping 26% 2% 25% 26%
Organisational policy development 17% 5% 28% 31%
Business planning 22% 3% 28% 29%

Registering as a charity 40% 11% 16% 17%

0% 10% 20% 30%  40% 50% 60% 70% 80%  90%  100%

Not needed | am not sure Somewhat needed Needed ® Very much needed

The need for training in relation to preparing grant applications emerged consistently in the two focus
groups that included volunteers from community groups located across the country. Several
participants in one group were keen to highlight the inequity in the spread of, and access to
information on funding sources and the associated training gap. The information and knowledge gap

particularly for newer and less experienced groups was highlighted:

“The current groups that I'm trying to work with are basically volunteers who don't
have a lot of knowledge on how the system works, and even to get that final step
done on the setting up of the community association. We need to get charity

status sorted out now. That’s a big step for people who just don’t know anything

6 Sum of responses for very much needed, needed and somewhat needed.
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about it, and | reckon, items like this, especially the charity status, a support
worker for a limited period of time to get the group through, that step would be a
massive advantage” (Male, volunteer, board member of number of organisations,

PPN secretariat, community group focus group participant).

While 72% of survey respondents indicated the need for training in accounting and financial record
keeping, the view that emerged from the focus groups highlighted that many organisations may hand
over the responsibility and the work in this area to a professional.

Additionally, while the survey results highlighted a training need in relation to recruiting volunteers,
the related discussions in focus groups centred on sustaining volunteer engagement and activity in
the face of the ageing volunteer population in Ireland and volunteers’ experience of significant levels
of burnout following the COVID-19 pandemic.

“I think there is a huge amount of burnout right across the sector and | suppose
right across society as a result of the last few years. | think we are really beginning
to feel it in organisations now and succession planning is bubbling up absolutely
everywhere... but especially for small organisations and all voluntary groups. How
do you sustain the organization then if key people are needing to walk away and
people need support, organisations need support in that. And | think it's going to

be increasing” (Female, Advisory Subgroup focus group participant).

6.3 Compliance

Seven in ten responses (70%) indicated a need for training in the area of compliance. Figure 6.4
presents the breakdown of training needs for individual topics under this theme. The highest
proportion of respondents required training'” in the area of GDPR and data protection (82%), followed
by charities governance code and compliance (70%). Almost one third of respondents indicated that

they did not require training in understanding how to access information under FOI.

17.Sum of responses for very much needed, needed and somewhat needed.
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Figure 6.4 Training needs under the theme of compliance

Charities governance code and compliance 23% 7% 25% 25% _

Legal structures and incorporation 27% 7% 26% 24% _

Understanding how to access information under FOI 32% 6% 25% 21% _
GDPR and data protection 15% 3% 34% 28% _

0% 10% 20% 30% 40% 50% 60% 70% 80% 9S0% 100%

Not needed | am not sure Somewhat needed Needed ® Very much needed

The need for training in relation to compliance emerged strongly across all discussions in the focus
groups and the group interview. This included addressing the lack of information and skills among
volunteers and their negative perceptions of compliance.

“Some think about regulation and compliance is this huge, big thing, like the
elephant in the room and they don’t know where to start” (Female employee of

National Organisation, group interview participant).

Particular needs and gaps were identified in relation to volunteer led groups who secure significant

funding and who transition to employ staff or become a Company Limited by Guarantee.

“We were one of the lucky ones that benefit from the community centres funding
that was announced in December and we got one of the big grants. We got the
€300,000 grant. We're a group of nine people trying to redo up this community

centre to meet the needs of the people in the area. There is so many hoops and

so many things that we don't understand and there is no training for that.” (Female
volunteer and PPN secretariat, Public Participation Network focus group

participant).

“You need the roles and responsibilities of the Chair, the Treasurer and its
ongoing, because if you want new people on your Board, this training needs to be
ongoing. When you're an employer of staff as a board member, the responsibility

and liability as a board member, | think there really is a need [for training] when
you move from being a voluntary project into being responsible for staff. There's
also other big pieces of training that you need to take on” (Female volunteer,

community group focus group participant).

“You are being told constantly what you are legally responsible for, your HR
responsibilities, and people just won't or very, very few outside of Dublin will take

on directorship roles because of the challenges that are there with HR and trying
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to manage funding and the reporting criteria, the governance code, the layers that
are there are just phenomenal for any group. No matter how big or small they are.
And while training is needed, it’s not based on the group, not in creating this big,
lovely pamphlet with loads of training options. Community groups engage based

on whether they need it or not. It needs to be at grassroot level” (Female volunteer

and PPN secretariat, Public Participation Network focus group participant).

6.4 Management and governance

Almost three quarters (74%) of responses show there is a need for training in the area of management
and governance. Figure 6.5 presents the distribution of responses for topics under the theme of
management and governance. The topic of volunteer management was indicated by 86% of
respondents as one they require training in. It was followed by strategic planning (80%) and project
management (78%). Around one third of respondents reported not needing training for establishing a

formal board/management committee (36%) nor crisis management (33%).

Figure 6.5 Training needs under the theme of management and governance

Establish a formal board/management committee 36% 2% 25% 24% T 12%
Strategic planning 16% 4% 27% 33% _

Volunteer management 12% 2% 27% 34% _

Crisis management 33% 6% 28% 22% L 12% |

Project management 19% 2% 24% 34% _

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Not needed | am not sure Somewhat needed Needed ® Very much needed

Stakeholders in the focus groups comprising representatives from Local Development Companies
and Public Participation Networks identified a need for training on strategic planning as a precursor
to completing a Training Needs Assessment. Undertaken as group training, this was seen to benefit
the group in being able to map their future development and training needs, while promoting the

sharing of information and skills and equalising the power across the membership of the group.

“It gives people a clearer view of why they’re doing things ... a rationale for being
there ... why they’re making applications and why they’re even involved in training.
I think that’s why it’s so difficult for groups because everyone seems to have
different levels of information in the group. You'll find that there’s one or two or

three people who have access to every bit of information. It [training] equalises the
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group.” (Female Community Development Worker, Local Development Company

focus group participant).

6.5 Communications

Almost three quarters of respondents (73%) indicated that they require training in the area of

communications. Figure 6.6 shows the distribution of responses for each topic.

Under the communication theme, the respondents indicated they needed training most in social media
and PR (81%) and communications in challenging situations (79%). The highest proportion of
respondents pointed out that they did not require training in communications (written, email, spoken)
(32%) and public speaking (30%).

Figure 6.6 Training needs under the theme of communication

Communications (written, email, spoken) 32% 0% 25% 22% S 20%
Communications in challenging situations 19% 2% 32% 29% o 18%
Public speaking 30% 1% 30% 23% o 16%

Creating video content 22% 3% 22% 28% %

Chairing meetings 29% 1% 29% 27% o 13%

Group facilitation 22% 4% 29% 28% L%

IT and online communications 26% 3% 28% 24% C19%

Website maintenance 24% 4% 20% 22% S 30%

Social media and PR 18% 1% 22% 28% 3%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Not needed | am not sure Somewhat needed Needed ® Very much needed

In addition, two of the focus group discussions also identified a need for training in mediation skills to
manage “...big personalities and relationships among a group of people involved in everything in a

small community” (Female PPN support worker, Public Participation Network focus group participant).

6.6 ‘Other’ training

Over three quarters of respondents (77%) indicated that they require training in the ‘other’ areas that
were not covered under the previous themes. Figure 6.7 shows the distribution of responses for each

topic.

Over four in five respondents indicated that they required training in the following topics: knowledge

and best practice sharing (86%), leadership for community groups (84%) and networking and
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collaboration (83%). Working with vulnerable people and climate action topics received the highest

number of responses for training not needed, 29% and 26% respectively.

Figure 6.7 Training needs under the theme ‘other’

Leadership for community groups 14% 2% 26% 33% 2%
Working with vulnerable people 29% 3% 27% 24% 17%
Resilience 16% 7% 33% 27% O 17%

Conflict management 25% 3% 31% 29% C13%

Networking and collaboration 15% 2% 32% 30% o 20%
Equality, diversity and inclusion 18% 3% 32% 32% L 14%
Sustainable development goals 16% 5% 29% 30% S 20%
Climate action 26% 5% 29% 22% 1%

Measuring impact 17% 6% 28% 28% 2%

Knowledge and best practice sharing 11% 3% 30% 31% S 26%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%  100%

Not needed | am not sure Somewhat needed Needed ® Very much needed

The need for Equality, Diversity and Inclusion training and specifically the emerging need in relation
to managing and responding to the ‘far right’ agenda with regards to the integration of refugees into

local communities was raised as very significant need in two of the focus group discussions.

“Our own learning needs to be continuous to make sure that we're still open and
welcoming ... | suppose I'm living in a working-class area and a disadvantaged
area as well ... especially at the moment with people giving out about people new
to our communities. To be able to have those discussions and try and encourage
people to be open and to welcome our new neighbours” (Female volunteer,

community group focus group participant).

“I've lived abroad and I'm used to different ethnic minorities. | was an ethnic
minority myself, but I'm frightened to ask the members from the black community,
who are quite large around [our area] to come and join us because | don't know
the attitude of some of our members in the group. ... | think management of the
group has to be able to do the training and to be able to say everyone is welcome
here. We have an open-door policy” (Female and male volunteers, community

group focus group participants).

While the expressed need for training in Sustainable Development Goals was also reflected in the
focus group discussion among representatives from Public Participation Networks, stakeholders

noted the challenges for small volunteer led groups.

52



“If they’re small groups without staff in place, they're in survival mode all the time.
I know that we should all be measuring our impact. We should all be doing these
things, but a lot of these people are putting out fires all the time. I think it's more of
a kind of an indication of what they are actually capable of, seeing as they're
overworked and in a very difficult space. ... we are dependent on the community
and voluntary groups to do a huge amount of social services in the country”

(Participation worker, Public Participation Network focus group participant).
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7 Training experience and preferences of volunteers, staff and
management of community and voluntary organisations

This section presents an analysis of the survey responses regarding the training experience and
preferences of respondents from small community and voluntary organisations. It includes analysis
of training participation, profile of respondents who never attended training and those who did attend
it. The final section discusses the training preferences.

7.1 Participation in training - overview

Almost three in five survey respondents from small organisations (59%) reported having attended
training in relation to their role in their organisation (see Figure 7.1). This proportion was much higher

for the respondents from ‘other’ organisations, at 83%.

Figure 7.1 Participation in the past training — comparison between small and ‘other’ organisations

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

W Yes | can’t remember No, never

Of the 285 respondents in small organisations that attended training, the majority (59%) attended it
in the past two years. One quarter reported this training taking place in the last five years, with a
further 17% indicating the training had taken place more than five years ago (Figure 7.2).
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Figure 7.2 Time of participation in the past training— comparison between small and ‘other’ organisations

o Organisations _ o o
o Organisations _ - 7
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H In the past two years In the past five years More than five years ago

7.2 Profile of respondents who never attended training

7.2.1 Personal characteristics

Of the respondents from small organisations that had never attended training in relation to their role,
three quarters (75%) are aged 45 years and above and 63% are female. This mirrors the age and
gender profile of the overall sample who completed the survey, and the smaller sub sample of

respondents belonging to small organisations.

The respondents from small organisations who indicated that they had not participated in training in
the past were more likely to be educated to the level of Leaving Certificate or below (22%). In
comparison 17% of all respondents from small organisations (n=483) had been educated to the same

level.
7.2.2 Organisational characteristics

Just over half of those from small organisations who have never participated in training (52%) were
trustees/board or committee members. A further 37% were volunteers. These proportions are slightly
higher than the overall breakdown of roles in small organisations of 50% and 34% respectively (see
section 4.3.2). This would indicate that members of small organisations in voluntary roles are less
likely to receive training, while managers and employees are more likely to participate in training. 16%
of all members of small organisations were managers or employees, however, 11% indicated that

they never received training relevant to their role.
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Figure 7.3 Breakdown of respondents who did not attend training by their role

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Small organisations 52% 37% 7%

Other organisations 14% 18% 33%

B A manager A trustee/board/committee member A volunteer An employee

It is important to acknowledge that some respondents have been working or volunteering with their
organisation for a number of years and it is likely that they will have developed their knowledge and
skills through their experience and from their peer network within the organisation. However,
respondents who were in organisations longer were more likely to receive training. Overall, 18% of
respondents were working/volunteering with an organisation for less than two years. Their proportion

amongst those who did not attended training was 9% higher, at 27%.

Almost three quarters (74%) of the small organisations to which these respondents belong have been
established for five or more years, and 45% have more than ten people who regularly volunteer. The
majority are engaged in activities as community and local development (52%), sports and recreation
(10%) and services for the elderly (7%).

7.2.3 Barriers to accessing training

Respondents from small organisations who never attended training, identified a number of barriers to
accessing training. The two main barriers cited by highest proportion of respondents were: not
knowing that training was available and time of the training not being convenient (both 41%). It was
followed by no budget for training (27%) and no need for formal training for the role (21%). The full

list of barriers is shown in Figure 7.4.
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Figure 7.4 Barriers to accessing training (small organisations)
0% 5% 10% 15% 20% 25% 30% 35% 40%  45%

| did not know training was available [INININEGEGgE 21%

Time not convenient [ IEEEEEEGEGEGEGEGEEEEE 41%
No budget for training in my organisation [ NI 0/
| do not need formal training for my role | NN %
Too busy NG 141%
Required training not available [NNENIGgGENEGEGEE 12%
Lack of funder support for provision of training | NI 10%
Location not convenient  [NNININEGEGE 7%
Available training is too expensive [N 6%

coVID-19 restrictions | 5%

Other M 4%

No accredited training in the area | want to study [l 3%

Online training not suitable because of
connectivity/broadband issues

Il 2%

| don't know what | need training in 0%

Almost two in three respondents (63%), who did not receive training and selected not knowing that
training was available, were members of the board, committee or a trustee. In comparison, 52% of
those who did not receive training were members of the board, committee or a trustee. This would

suggest gaps in the communications about the availability of training.

Analysis of the themes emerging from the focus group and group interview data show that volunteers
in small groups lack awareness of their training needs. This is illustrated in the following first-hand

account from an experienced volunteer in a long-established group.

“But I never had any training. ... | don't know what training you're talking about. |
don't know what | need. | got the newsletter and | scanned down through it and

see if there's anything relevant to us. | don't know what training do we need.

You can access funding from local authorities. So that could be a source of
training to actually figure out what funding or where the funding comes from.
That's training that you might need that you didn't know you needed.” (Female and

male volunteers, Community Groups Focus Group Participant).

57



However, the findings from the focus groups were not confirmed by the results of the survey. No

respondents indicated / don’t know what | need training in as a barrier to accessing training.

Wider discussions in relation to small groups’ lack of awareness of their training needs centred on the
need for specific support for small groups to better manage the flow of information, and to work in a

targeted and customised way to build their capability to identify their training needs.

“Certain skills were held by a couple of people and that information must be
brought back to the bigger group. We're finding [that] it's better to do it with group
work so everybody is on the same page” (Community Development Manager,

Local Development Company Focus Group Participant).

“That information block is there for that person-to-person piece — it doesn’t get
across [to the rest of the group]” (Female, Advisory Subgroup focus group

participant).

The lack of specific community development resources for providing this support to small groups was
acknowledged across all five focus groups. While there are a number of actors that provide training
to small community and voluntary organisations, such as Local Development Companies and Local
Volunteer Centres, it was felt that the Public Participation Networks that interface with all small groups
in their communities “have become the entity to fill that void” (PPN Co-ordinator, Public Participation
Network Focus Group Participant). However, it should be noted that many of the training topics
requested by community groups and provided in practice by PPNs are not related to the core purpose

of PPNs and this places an additional, in some cases inappropriate, burden on them.
This finding was also confirmed in the qualitative focus group data.

“We do a lot of community training and it's free to members of the [name] PPN.
That's available freely and that covers all areas of governance and other bits and
pieces. So, there's an awful lot of training out there. The downside for me it's the

timing of the training. See a lot of the training is done in the daytime and when

you're working with volunteers, volunteers work, so volunteers can't get to the
training. So, it's actually a case of understanding the needs of [training
participants]... and when the training is viable for them, not just scheduling it for
10:00 o'clock or 11:00 o'clock or 12:00 o'clock in the daytime.

I agree with [name] ... things that happen during the day don't suit volunteering,
and that applies to a lot of so we're losing out a huge section of people who would
be available to do stuff “(Male volunteers and PPN secretariat, community group

focus group participants).
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Volunteers’ lack of time was also identified in the majority of focus groups as a barrier for small

community and voluntary groups accessing training in relation to their role.

“But the other thing is there is a plethora of online [training,] whether its paid or
free, volunteers do not have the time. They are crippled as it is trying to manage
their day to day or week to week activities. .... volunteers are really, really
struggling with their time at the moment. As much as everyone is talking about
whether its governance or committee skills training or whatever it may be, unless
it meets their needs, it’s not really going to work” (Female Community

Development Manager, Local Development Company focus group participant).

“When you're talking about amateur volunteers with organisations there’s rarely
differentiation between organisation with paid staff and organisations without paid
staff. But certainly, in my work | hugely differentiate the two. Most of our full time
work is with pure volunteers who are struggling as you said. Most of our groups
will struggle to even have a meeting just simply to get the heads around the table,
in a single room at the same time to deal with their day to day issues” (Male
Community Development Worker, Local Development Company focus group

participant).

Analysis of the online survey data also highlights that availability of training budget and cost of training
was identified as a barrier by respondents across all organisations, categorised as’ small’ and ‘other’
for the purposes of this research. This included lack of organisational budget for training, lack of
funder support for training, and available training being too expensive. However, 71% of the total

responses concerning this barrier, came from respondents belonging to small organisations.

While the availability of a “plethora of training” was commented on in all five focus groups and the
group interview, it was acknowledged that the cost was a significant barrier for small volunteer-led
groups, when all costs including accommodation, travel, and the hidden costs of being away from

families and the environmental impact of travel are taken into account.

“A lot of them just do not have the money or they can’t prioritise it in terms of what
they’re doing” (Female Employee of national organisation, group interview

participant).

“You're talking about a couple of hundred euros for each patrticipant. | find an
awful lot of the training that's offered by the [national providers] actually isn't
accessible to community groups because they just can't afford to pay for it. So, we
have to go out and we have to do the research and we have to figure it out

ourselves and then deliver it free to our community groups so that we're filling a
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gap that's not being met” (PPN Support Worker, Public Participation Network

focus group participant).

The centralised location of training provided mainly in Dublin was also identified as a barrier in the

focus group.

While the need to undertake a training needs analysis was acknowledged and recommended as good
practice within the majority of the focus groups, the lack of support resources to enable this to happen

at small group level was highlighted as a very significant challenge.

Online training and internet connectivity was identified as a barrier to accessing training by only a very
small proportion of survey respondents from small organisations (2%). However, in four of the five
focus groups, this emerged as an important access barrier for small groups in rural areas and those

comprising older people.

“A lot of board management and small community groups are reluctant [to avail of
training online] and they're really afraid when they hear ‘online’. ... probably
because they wouldn't use it on a daily basis or on a regular basis and they just
feel it's going to be more difficult than what it [actually] is” (PPN Support Worker,
Public Participation Network focus group participant).

“The amount of meetings or training or anything that we've done [online] and it’s
like ‘sorry | can’t hear you’ or ‘sorry | can’t get online’. They come in halfway
through. Their preference, for a lot of them, is still to do the face to face. But online
does fill a gap but it is very dependent on that specific group. A lot of my groups
would not have the IT skills, if | said there’s a Zoom meeting, they’d be looking at
me [and saying] ‘No’. No matter how many times I've walked them through how to
click on the link, download the thing, do the whole thing, it can be very off putting
for them. But that’s not to say, some of them have engaged with it and do engage
with it” (PPN Support Worker, Public Participation Network focus group
participant).

One volunteer who had completed a Digital Ambassador’s course run by Active Retirement Ireland

and Vodafone noted that

“The main problem is that older people, they might have a smartphone, but that's
about it. There will not have a provider, or a modem at home to get the Internet
and they'll just settle for their, phone, their 4G's on their phone” (Female volunteer,

community groups focus group participant).
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7.3 Profile of respondents who attended training in relation to their role
7.3.1 Personal characteristics

Three quarters of respondents from small organisations (75%) who had completed training in relation
to their role were aged 45 years or more, and 62% were female. This mirrors the age and gender

profile of the subsample of respondents from small organisations that took part in the survey.

The majority of respondents from small organisations who had completed training (59%) had attained
a degree, postgraduate or doctorate qualification. This is very similar to the sub sample of

respondents belonging to small organisations that completed the survey.
7.3.2 Organisational characteristics

Almost half of respondents (48%) from small organisations who attended training hold a role as
member of the Board, Committee or Trustee and a further 32% were volunteers. This reflects the
composition of the overall sample of respondents. Almost three in five, (58%) had been volunteering
or working with their organisation for six years or more. The majority (81%) of respondents belonged
to organisations that have been established for five or more years. Moreover, 58% of these
organisations have more than ten people who regularly volunteer. The largest proportion of
organisations to which respondents who have attended training belong, are engaged in community

and local development (36%), sports and recreation (21%) and health and wellbeing (11%).
7.3.3 Training providers

Survey respondents belonging to small organisations who reported accessing training, participated in
training delivered by a variety of organisations. Just over one third of respondents (34%) attended
training delivered by national providers (Boardmatch, The Wheel and Carmichael), 32% indicated
other providers'®, while 31% and 30% of respondents participated in training by Local Development

Companies and Public Participation Networks respectively.

Figure 7.5 compares training providers depending on whether the respondent belongs to small or
‘other’ organisation. A higher proportion of respondents from ‘other’ organisations access training
provided by national providers (53% compared to 34%) and by private company/consultant (36%
compared to 18%). Small organisations are more likely to access training through PPN (30%
compared to 18%) and Volunteer Ireland or Volunteer Centres (18% compared to 11%).

8 A wide range of sources were listed under the ‘other’ category, including sporting organisations, ETBs, employers, and
bodies providing training on specific topics such as child protection.
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Figure 7.5 Training providers, whose training was accessed by those who attended training
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Public Participation Network 18%

Volunteer Ireland / Local Volunteer Centre 18%
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11%
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7.3.4 Type of training accessed

In total, 289 survey respondents belonging to small organisations reported that they had accessed
1,351 training inputs across the five key areas of operational matters, compliance, management and
governance, communications and ‘other’ training. The largest proportion of respondents from small
organisations, who reported attending training, participated in training on grant applications (33%),
followed by GDPR (30%) and Charities Governance Code and compliance (28%). The lowest rates
of participation were reported for FOI and access to information (4%), measuring impact (5%) and
resilience and website maintenance (6% each). The detailed proportion of topics of the training
accessed by respondents is presented in Table 7.1.

Table 7.1 Topics of training accessed by respondents from small organisations

No of % of
Topic of training respondents respondents

Operational matters

Grant applications 94 _

Organisational policy development 56 19%
Accounting and financial record keeping 48 17%
Fundraising 48 17%
Business planning 42 15%
Registering as a charity 39 13%
Human resources 19 7%
Compliance

GDPR 86 | 80%
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Charities Governance Code and compliance
Legal structures and incorporation

FOI and access to information

Management and governance

Volunteer management

Strategic planning
Establishing and developing a formal board or management
committee

Project management

Crisis management

Communications

Communications (written / email / spoken / telephone skills)

Group facilitation

Social media and public/media relations (e.g. press release
preparation, media interviews etc.)

IT and online communication (e.g. Microsoft Word, Excel,
Zoom, Microsoft Teams)

Chairing meetings

Communications in challenging situations
Creating video content

Public speaking

Website maintenance

‘Other’

Equality, diversity and inclusion

Working with vulnerable people (Child protection / older person

/ trauma responses)
Leadership for community groups
Conflict management

Sustainable development goals
Knowledge and best practice sharing with similar groups/
organisations

Climate action

Networking and collaboration
Resilience (e.g. community resilience)
Measuring impact

82
28
12

62
45

39
34
19

53
43

42

41
40
28
25
23
17

44

42
34
32
29

27
25
22
17
14

28%
10%
4%

21%
16%

13%
12%
7%

18%
15%

15%

14%
14%
10%
9%
8%
6%

15%

15%
12%
1%
10%

9%
9%
8%
6%
5%

An insight on the motivation for the choice of training topic has been offered by participants of focus

groups.

“They are motivated by the charitable purpose. They are not thinking about setting
up effectively as a business. They're thinking about how | am going to make life
easier for the elderly people in my community. They’re not thinking about an
annual report or doing a budget.... what they’re going to do in 5 years’ time. They

are not thinking about that” (Female employee of national organisation, group

interview participant).
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7.4 Training preferences

7.4.1 Preferred delivery format

The respondents were asked about their preferred training delivery format. They could choose
multiple answers. Just over half of respondents (52%) indicated the preference for in-person
workshop, followed by online live class or webinar (49%). This would indicate that the respondents
favour interactive forms of delivery, whether they are delivered in person or online. Less active forms
of training, such as in person lecture or written materials to be studied in one’s own time have received

significantly lower levels of preference, 22% and 21% respectively (see Figure 7.6).

Figure 7.6 Preferred delivery format
0% 10% 20% 30% 40% 50% 60%
In-person workshop | NN -2
Online 'live’ class or webinar | NN /9%
Peer to peer networking | NENE1HIEEEEEEE :0%

Recorded online class or other materials
available for you to access in your own time

In-person lecture || N 22%

Written guidebooks to be studied in your
own time

I 35%

I 21%
No preference | NG 21%

The survey answers show a wide distribution of preferences for different types of training and indicate
that ‘one size does not fit all’. This finding is also supported in the themes emerging from the content

and thematic analysis of the qualitative data.

“One size does not fit all .... online certainly works well, short — 45 minutes,
lunchtime works well, those kinds of things we have found to have worked well
from our own experience” (Female, employee of national organisation, group

interview participant).

Multimedia resources available on the Charities Regulatory Authority website were highlighted in one

focus group discussion.

“There's some brilliant YouTube training from the Charities Regulator and it goes
through every point and every pillar and it's really easy to follow and understand.
The Charities Regulator have done a lot of work trying to get the message across

over the last three, four years.... all I'm saying is that they've done an awful lot
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and they’ve done some great work ... and I've got to say that their information
officers if you go through to them, they're brilliant. They will help.” (Volunteer and

PPN secretariat, community group focus group participant).

“How to videos ... step by step guides... | think that’s very important in terms of
learning. There’s lots of different ways to communicate the same message, that
we just don'’t stick to the linear approach ... but people don’t always absorb that
...not everybody absorbs information in the written way” (Female, employee of

national organisation, group interview participant).

Language and the tone of delivery were also identified as important elements to be considered

regarding the training delivery.

“What I've found over the years is that they're [volunteers] bombarded with
acronyms and, you know, floral language. Just bring it back to basics and keep
things simple and ... easy to understand and accessible” (Female PPN Co-

ordinator, Public Participation Network focus group participant).

“You say the word training, you terrify people. We say we want volunteer tutors,
people go but I'm not a teacher. There’s that language you have to break through
to make it successful” (Male development worker, Local Development Company

focus group).

One participant shared their experience of training.

“The person who was facilitating it was right in what they were saying. It was
around liability. And do you understand the seriousness of what you're getting
involved in? was the kind of the tone of it, but as a volunteer sitting there who was
not as experienced at the time. | left that training feeling | need to quickly remove
myself from this situation. So having the right facilitator to deliver would include
the getting the tone right as well as the information” (Female community
development and outreach officer, Local Development Company focus group

participant).

The importance of in person delivery and peer support in learning was also emphasised across all
five focus groups and the group interview. Stakeholders highlighted examples of mentoring support

provided to their whole group as some of the best training they had experienced.

“...customized to the group, where the group is at and what the group needed and
wanted. The big carrot with it at that time was that, if you stuck with the training,
you got a worker paid for by FAS as it was then for a year following [training], to

sort of help you get on the road. I've never seen training as good as that since.
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We were like a proper committee from the get go ... and it has stuck to us
because as the Committee has changed down the years the people there are able
to pass on that information to the new people who come on board” (Volunteer and

PPN secretariat, community group focus group participant).

“I think we need to think about training as going beyond the classroom. It needs to
be not just one off supports, it needs ongoing support and the development of
peer networks. You know, groups that can learn from each other and connections
that can go out beyond the event itself and ongoing support for the process that

started with the training” (Female, Advisory Subgroup focus group participant).

The importance of adopting community development principles and approaches to providing training
and building the capability of small groups was emphasised across the focus groups. The provision
of accredited training was identified as a worthwhile investment and the completion of a group training
needs assessment, as good practice. The Education and Training Boards were identified across a
number of the focus groups as an example of good practice in adopting a community development
approach to training in the provision of the community education programme but also an important

partner and stakeholder at local community level.

The importance of flexibility also emerged as important factor in the analysis of the focus groups and
interviews data. Hybrid and tiered approaches to training that combined more than one delivery
format/ method were recommended to meet the varied and distinct needs of those in small community

and voluntary groups across the country.

“I do find that if you want to talk about anti racism or feminism or our own bias,
sometimes when you may be painting a picture or knitting a sock, you'll actually
talk about those things... if there's a good facilitator able to talk about those
things, there's a huge learning from each other. But if somebody put on oh let's
come to anti racism training you might say oh Jesus that's a bit heavy now to be
going to on a Tuesday night” (Female volunteer, community group focus group

participant).

“To look at delivery, obviously the online is great and it provides opportunities for
people who maybe weren't able to access training previously or to access it in
new ways. But we cannot lose the ‘in person’. We cannot lose the creation of
communities of interest and networks and communities of learners that happen
when you bring people together in rooms. Also | think flexibility... | think there's
definitely a demand out there for short workshops for short inputs, but also for

courses, for programmes of learning that are provided locally, nationally. ... again
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variety is so important and responsiveness.” (Female, Advisory Subgroup focus

group participant).

Stakeholders also considered that this flexibility could be enhanced by further collaborative planning
and delivery of training at local level via the mechanism of the Local Economic and Community Plan
(LECP).

All of the focus groups were supportive of the concept of a central place or national platform where
resources could be held and managed, and to which volunteers and small groups could be signposted
for training as relevant to their needs at any given time. Stakeholders engaged in providing training
would like to see this include a directory of quality assured trainers. Stakeholders were interested in
examples of good practice that could be harvested and shared, such as regional PPN joint planning
and delivery of online training, comprehensive training needs assessment, and an online signposting
resource developed collaboratively by a number of LDCs. It was also proposed that government
agencies may have a role in creating free content relevant to their area of expertise, e.g. Charities

Regulatory Authority on compliance, Tusla on safeguarding the welfare of children and adults, etc.
7.4.2 Preferred time of training

Survey respondents were asked to indicate their preference for times that suit them most to attend
training. Just over one third of respondents (35%) indicated weekday evenings as their preferred time,
followed by weekday mornings or afternoons (28%). One fifth of respondents (21%) favoured flexible
delivery (when it suited them) (see Figure 7.7 for details). Given the distribution of preferences,
training during the week is suitable for the majority of respondents (63%). However, any training
provision needs to take into the account the varied preferences for the time of the day.

Figure 7.7 Preferred time for training

0% 5% 10% 15% 20% 25% 30% 35% 40%

Weekday evenings | ::
Weekday mornings or afternoons _ 28%
Flexible (when suits me/online) || NN 21
Weekends _ 9%
No preference || N 7%
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7.4.3 Time available to attend training

Respondents were also asked about the amount of time they would have available for training per
month. The majority of respondents (54%) indicated that they would have up to three hours available.

A further 22% would be able to dedicate half a day. For details see Figure 7.8 below.

Figure 7.8 Time available for training

0% 10% 20% 30% 40% 50% 60%
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More than one full day || NI 11%
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Less than one hour [l 4%

I do not need training [ 3%
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8 Main findings and recommendations

This section outlines the main findings from this research and proposes a set of recommendations.

8.1

Main findings

Literature review

The literature review has highlighted that the training needs of employees and volunteers in
small non-profit organisations are likely to be hugely heterogeneous, depending on the nature
of the work being carried out. While there are some general areas that are of benefit to anyone
working in the sector, such as fundraising, compliance, monitoring performance, strategic
planning and teamwork, the primary focus of people involved in small community groups is on
improving their knowledge and understanding of their own sector, target group or charitable

activity in order to support their core work.

Profile of survey respondents

Two-thirds of training providers who completed the survey came from Local Development
Companies. The majority of national training providers, who were invited to complete the
survey, have also submitted their responses. The lowest participation was from the Public
Participation Networks. The respondents came from 17 different counties.

Over half of all respondents to the survey of small community and voluntary organisations
belonged to an organisation with two or fewer paid staff in either full time and/or part time
positions.

The small organisations to which survey respondents belonged were engaged in 16 different
types of activity. Community and local development were cited by the highest share of
respondents.

In terms of individual characteristics of the respondents belonging to small organisations,
almost two out of three were female, over three quarters were aged 45 years and older, and
nearly one in three have achieved a degree level or postgraduate qualification.

Half of survey respondents from small organisations identified their role as either a
trustee/board or committee member and further one third as a volunteer. Paid staff accounted
for 16% of respondents.

The majority of respondents have been working or volunteering with their organisation long
term, with just over half being with their current organisation for at least six years and further

one in three had been with the organisation for 10 years or more.
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Two in five respondents from small organisations reported that they had never attended
training in relation to their role. This proportion was much lower for respondents from ‘other’

organisations.

Training provision

The survey of 44 training providers has shown significant levels of training activity, with 733
inputs/programmes reported to be delivered over the last 12 months and up to 23,566
participants taking part in these programmes. While the levels of participation in training
varied, most training topics were delivered to small groups, between one and 25 participants.
The largest proportion of providers delivered training under the following topics: strategic
planning (70%), social media and public/media relations (70%), business planning (68%),
Charities Governance Code and compliance (68%), establishing and developing a formal
board or management committee (66%). The topics with the lowest level of coverage included
understanding how to access information under FOI, with 5% of providers delivering training
for this topic, followed by crisis management (18%), website maintenance and public speaking
(20% each).

The training provided is open to the majority of community and voluntary organisations with
almost two thirds (64%) of training providers offering training to volunteers and staff of any
community and voluntary organisations or anyone who signs up. The main training attendees
were volunteers (48%) and paid staff from community and voluntary organisations (20%).
The advertisement of training used multiple channels using organisations’ websites, social
media, email newsletters, and through local networks.

The vast majority of training offered (86%) was funded through government and public core
funding and specific government grants and programmes.

The interactive modes of delivery were favoured by most providers, with 59% delivering it
through in-person workshops and 27% via online ‘live’ classes.

Training providers identified a lack of reliable and easy access to information about training
as one of the key gaps and barriers to participation. Another barrier identified by training
providers was a need for strategic direction and collaboration in planning for training provision

at local level.

Profile of staff and volunteers in small organisations

Volunteers and staff of small organisations, based on the profile of respondents to the survey,
were aged 45 years or older (76%) and usually female (62%). Their highest education level
was lower than people engaged in larger organisations - 31% have achieved a degree level

or postgraduate qualification compared to 66% who have attained in larger organisations.
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The majority of respondents were volunteers (84%), with paid staff only representing 16% of
respondents. Over half of them (52%) had been working or volunteering with their current
organisation for at least six years.

Two in five respondents from small organisations reported that they had never attended
training in relation to their role, while the same proportion in larger organisations was one in

SiX.

Training needs of staff and volunteers in small organisations

Overall, survey respondents have shown that there is a strong need for training, with three
quarters of staff and volunteers from small organisations reported that they require training.
There was a high demand for training across all topics, with more than 70% of respondents
indicating they have a training need for most topics across all five categories.

Almost three in five survey respondents from small organisations (59%) reported having
attended training in relation to their role in their organisation. Those who attended training

were more likely to be paid staff than those that held voluntary roles in the organisation.

Barriers to training

The two main barriers identified through both the survey and focus groups was not knowing
that training was available and time of the training not being convenient. Volunteers’ lack of
time was also identified in the majority of focus groups as a barrier for small community and
voluntary groups accessing training.

Almost two in three respondents (63%), who did not receive training and selected not knowing
that training was available, were members of the board, committee or a trustee. In comparison,
52% of those who did not receive training were members of the board, committee or a trustee.
This would suggest gaps in the communications about the availability of training.

The opinions gathered through focus groups and interviews data suggest that volunteers in
small groups lack awareness of their training needs — “not knowing what needs to be known”.
However, this was not confirmed by the results of the survey, where no respondents indicated
| don’t know what | need training in option.

Funding and cost of training was identified as a barrier by respondents across all
organisations, both small and larger. This barrier manifested in different ways — with
organisations not having budget or available funds for training as well as available training
being too expensive. Cost included not only cost of training course itself, but also cost of
accommodation and travel as well as time cost to the training participant.

Online training and connectivity were identified as a barrier to accessing training by only a

very small proportion of survey respondents from small organisations (2%). However, in most
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of the focus groups, it emerged as an important access barrier for small groups in rural areas
and those with higher numbers of older people.

Participants from the maijority of the focus groups pointed out a need to undertake a training
needs analysis. However, they also indicated that the lack of support resource to enable this

to happen at small group level was a very significant challenge.

Preferences for training delivery

8.2

The respondents favoured interactive forms of delivery, whether they are delivered in person
or online, with 52% having a preference for in-person workshops, and further 49% for online
live classes or webinars. The importance of in-person delivery and peer support in learning
was also emphasised across all five focus groups and the group interview. Stakeholders
highlighted examples of mentoring support provided to their whole group as some of the best
training they had experienced.

Focus groups participants recommended hybrid and tiered approaches to training that
combined more than one delivery format or method to meet the varied and distinct needs of
those in small community and voluntary groups across the country.

Training during the week was suitable for the majority of respondents (63%), however, at
different times of the day. The majority of respondents (54%) indicated that they would have
up to three hours available and a further 22% would be able to dedicate half a day per month
for training.

The participants of focus groups emphasised that due to combination of factors, mainly
groups’ needs and interests and limited availability of time, community groups engage in
training based on whether they need it or not to deliver their services or fulfil their purpose.
Participants of all of the focus groups were supportive of the concept of a central place or
platform nationally where resources could be held and managed, and to which volunteers and
small groups could be signposted for training as relevant to their needs at any given time.
Finally, throughout the research project it was highlighted that it is important to acknowledge
the contribution of the community and voluntary sector in Ireland as well as the challenges it
experiences around time pressures, meeting governance requirements, dependence on
volunteers for the provision of important services and the impact of COVID-19 had on the

sector.

Recommendations

Based on the main findings from this project a number of recommendations are proposed. These

were grouped into four themes.
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8.2.1 Assessment of training needs

The research has shown that while staff and volunteers of small organisations reported high levels of
need for training, the training for all required topics is generally already available through either
national or local providers. Training needs analysis both at the organisation level and at the local level
can be used to better understand the potential gaps in the provision as well as identify barriers at

local group level.
Recommendation 1:

Training needs analysis at group/organisation level. Many small organisations struggle with
identifying what training they need, especially in the areas that are not directly related to their purpose.
Support in this area is required. Individual organisations should, as good practice, carry out their own
training needs assessments. This should be encouraged and supported by all stakeholders. Creation
of templates for training needs analysis accompanied by guidelines and access to a mentor in this
area would be beneficial for groups of all sizes to explore their training needs and identify the best

approach to meet them.
Recommendation 2:

Training needs analysis at local level. The PPNs across the State undertake the training needs
analysis for their member groups to build capacity to facilitate their participation and representation in
local policy and decision-making. However, a multi-stakeholder collaborative approach is required to
assess the wider training needs of organisations at local level to ensure that the majority of
organisations operating within the locality are part of the assessment. All relevant local stakeholders,
such as the PPNs and the Local Development Companies, should collaborate on such local level
analysis. To ensure wide participation, diverse communication channels should be used to reach as
many small groups as possible. These could include newspapers, social media, newsletters, emails
etc. The training needs analysis should not only identify topics for training but also preferences for

the delivery modes and times.
8.2.2 Communications and access

The research has shown that two in five staff and volunteers in small organisations were unaware of
available training. It also showed that the training needs of small community and voluntary
organisations are hugely heterogeneous relating to the nature of their work. However, there is also
a range of general topics that would benefit anyone working in the sector. These, amongst others,

include fundraising, compliance, monitoring performance, strategic planning and teamwork.
Recommendation 3:

Signposting of available training. A creation of an online community and voluntary training and

supports hub/resource centre should be considered. Such hub could become one stop online location
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providing information and resources to the community and voluntary groups and organisations on
training and supports available. It could include links to training providers operating locally and
nationally, links to available training resources, such as guides and training videos, as well as
templates for completing a training needs assessment. Such consideration should review the existing

provision of supports for training and whether existing structure could be utilised for this purpose.
Recommendation 4:

Increasing awareness of training topics relevant to small community and voluntary groups.
The online directory of training proposed in the previous recommendation could be used to highlight
topics relevant to most organisations and provides links to training available in such areas. All
stakeholders should raise awareness of available training and drive traffic to existing information and

to any directory once in place.
8.2.3 Training provision

Currently training is provided by a number of stakeholders who operate both at local and national
level and there are examples of collaboration regarding training provision. More than two in five survey
respondents indicated that the main barrier to training related to funding (there was no budget for
training, no funder support for training or training was too expensive). This was particularly the case
in voluntary led organisations, who did not have any paid staff. The most effective training support is
the one that aims to develop the capacity of the entire group and not only individuals within it. This
helps with flow of information within the group and creates the same knowledge foundation for all
members of the group. This research has also shown that while the interactive delivery format is
favoured by the majority of staff and volunteers, there was no clear preference for in-person or online

delivery.
Recommendation 5:

Strategic approach to training provision. A more structured coordination, especially amongst the
local organisations providing training is needed to maximise the use of limited resources and avoid
potential duplication. There is a potential role for PPNs and Local Development Companies, as well
as other local education providers to co-ordinate their provision, in line with the local needs analysis

referred to above.
Recommendation 6:

Access to grants for training/training voucher scheme. A solution to funding of training provision
in community and voluntary organisations could be the provision of small grants for training or an
introduction of a training voucher scheme for organisations that cannot afford training for their
members. Further scoping should be undertaken to assess whether there are any existing sources

of such grants or potential avenues for same.
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Recommendation 7:

Group centred approach. The group centred approach should be used to assess what is the most
suitable learning approach for a given group. The training format should be tailored to specific needs
and time available, and should include more varied forms than traditional training delivery methods,
such as coaching, mentoring and access to supports based on the needs of the organisations and
their members. Further scoping should be undertaken to assess what role the Education and Training

Boards do or can play in this space.
Recommendation 8:

Hybrid format for training. Staff and volunteers have different needs and varied time available for
training, therefore, a variety of delivery formats that meet these diverse needs should be considered
to encourage the uptake of the training. The online and video training should be part of the hybrid

delivery. This type of training can be enriched by including subtitles and making transcripts available.
Recommendation 9:

Clear and simple language. The staff and volunteers in small groups have varied social, professional
and educational backgrounds. Delivery of any training to such varied groups should take this into
account and ensure that accessible language that can be clearly understood by those accessing the
training is used. In particular, any written or pre-recorded resources should be examined from this

perspective.
8.2.4 Recommendations for sector-wide changes

The research highlighted a number of issues and gaps that require a whole-of-sector approach to

address them. Recommendations in this area include:
Recommendation 10:

e Provide governance training that meets the differential needs of organisations,
especially those of small community and voluntary boards with no paid staff who rely on
volunteers, taking account inter alia of the anticipated changes in reporting, accounting and

audit requirements for charities under the Charities (Amendment) Act.
Recommendation 11:

e Support organisations to map out and plan their training and development on a multi-
annual basis, in accordance with the strategic action of sustainable funding approaches as
set out under objective 4 of ‘Sustainable, Inclusive and Empowered Communities; A five-year

strategy to support the community and voluntary sector in Ireland 2019-2024".
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Recommendation 12:
e The inclusion of ring-fenced funding for training relevant to an organisation’s needs as
part of grant funding should be considered by funders as it has a potential to encourage

uptake of training by the funded organisations and address knowledge and skills gap

Recommendation 13:
¢ Cross-departmental alignment of training related actions. Community and voluntary
organisations perform activities across various schemes and are often funded and work
under the auspices of different Government departments. It should be considered how
training related actions developed by one Department align with those of other departments

to avoid duplication and to use the existing resources effectively.
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